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ABSTRACT 
This PhD programme investigated the causes of ageism in the workplace, 
and in particular, examined whether it arises from a perception of threat 
posed by including older workers in a working team. One qualitative study 
investigated older people's (50+) experiences of ageism at work, and how 
they deal with it or defend against it. It found that it was presumed that 
people's careers would decline from about 50 onwards, or even earlier, and 
that those who wanted to prolong their careers even to normal retirement age 
would need to prove their commitment, youthful outlook and value to the 
organisation. A second qualitative study probed the perceptions by 
employment decision-makers of older employees, and the explanations 
behind those perceptions: the ideal employee nowadays is seen as an 
energetic, ambitious, but malleable person who will 'give 110%' to the 
organisation. Younger people were thought more likely to fit this specification. 
Older workers were unfavourably compared, in stereotyped ways, with 
younger workers, and were seen as a possible threat to achieving the tough 
targets prevalent in many workplaces nowadays. Hence it was hypothesized 
that older applicants would be thought less employable when working teams 
are pressured with demanding targets; and that people inclined to experience 
anxiety and/or feel out of control of work related outcomes, would be more 
likely to be 'ageist' in their decisions about older workers, to reduce the risk of 
not meeting such targets, and alleviate their own anxiety about such risk. 
Using a Choice-based Conjoint technique, an experimental study simulated 
the candidate short-listing choices between candidates made by managers 
(N = 210) when recruiting for service team positions, and supported these 
hypotheses. Potential scales to measure Workplace Ageism were 
developed, which correlated as predicted with measures of Trait Anxiety, and 
(external) Work Locus of Control, on two different samples (general sample, 
N= 306; managers, N= 210), and appeared useful in terms of their 
relationship with ageist decisions in the experimental study. Overall, the 
research supports a threat origin for stigmatising older workers, and indicated 
how and when such stigma might arise. 
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CHAPTER I 
OVERVIEW 
1.1 INTRODUCTION 
This PhD research programme began in earnest in 2004, and at the time 
there was considerable debate about the prospect of the legislation, which 
the European Union was insisting upon (Employment Equality Directive - 
2000/78/EC), to outlaw age discrimination in the workplace in Britain. The 
British Government was required to implement a law to do this, by the end of 
2006. In the event, the Employment Equality (Age) Regulations 2006 came 
into effect in the UK on 1st October 2006, and brought into UK law the EU 
Equal Treatment Directive of November 2000 which committed Member 
States to legislate against discrimination on grounds of age, disability, sexual 
orientation, religion and belief. In the first half of the 2000s decade, a 
considerable amount of research was conducted about the age issue in 
relation to the workplace. Much of this has been cited in this thesis. 
However, from the point of view of social psychology, there appeared to be 
little done which tried to explain why age discrimination took place: just what 
was it, which deterred employers from giving older people equal opportunities 
at work? What were the attitudes, beliefs and influences which led 
employers to discriminate against older people? Were older workers 
stigmatised in any way? Evaluations of older versus younger workers, in 
several surveys, produced remarkably consistent results, suggesting a strong 
tendency to stereotype older workers. Were these perceptions in any way 
based in reality, or were they an example of the stereotypes arising from 
generalisations which may or may not have any foundation (Allport, 1953)? 
The need to investigate the stereotypes and possible stigma attached to 
older workers seemed pressing in view of the decision by the British 
Government to raise the age of retirement to 65 for all (thus abolishing the 
traditional right of women to retire earlier than men), and the problems 
besetting pension funds (whether due to corporate fraud or to poor 
investment decisions by the trustees) such that even people who had paid for 
years into them, were not guaranteed a pension adequate to live on. Some 
people might want or need to work beyond State retirement age to improve 
their financial situation generally and to supplement a pension proving to be 
inadequate (Vickerstaff, 2006), or indeed, just through personal preference. 
Population pressures made it even more pressing to reduce discrimination 
against older workers: the cohort known as the post-WW2 'baby boomers' 
are in 2008 already in their late fifties and early sixties, and the economics of 
the state pension make it advantageous for the Treasury if they do not all opt 
for early retirement. There is evidence also that the 1960s cohort from the 
second 'baby boom' are also unlikely all to have accumulated adequate 
pension entitlement (Evandrou & Falkingham, 2005): hence the problem is 
not going to 'go away' in the foreseeable future. 
Much has also been made in recent years of the policies of some British 
employers, most notably in the retail sector, frequently cited in the debates 
about ageing and work, to hire older people to staff their organisations; and 
executives from such organisations are often quoted as praising the 
contributions that older workers make (e. g. www. agepositive. 
gov. uk/case_studies). However, these opportunities, helpful though they 
doubtless are for many, do not suit all older people who want to work, and 
particularly the highly educated, trained and skilled older worker might be 
expected to prefer to continue working in his or her original or main 
occupation rather than working in a shop. Further, in spite of the enthusiasm 
for the retail sector for older workers to staff retail outlets, it seems doubtful 
whether promotion and development opportunities would be offered to a 65- 
year old in the same way as they might be to a 25-year old. 
It therefore appeared potentially valuable to investigate the aetiology of 
workplace ageism, as it affects the older worker. It is recognised that ageism 
and age discrimination against younger people is a problem: however, it is 
not possible to cover everything in one research programme. Nonetheless, it 
is possible that the findings of the research reported in this thesis will give 
some insights which will be useful when considering ageism against younger 
age groups. 
1.2 AIMS OF THE PRESENT RESEARCH 
Therefore, this thesis addresses the issue of why age discrimination occurs 
in the workplace, and whether older workers can be considered to be 
stigmatised. It further looks at under what circumstances such discrimination 
may be more, or less, likely to occur, and relates employment decision- 
making to attitudes concerning ageism and other individual differences. It is 
hoped that this work may help in designing interventions to help reduce 
ageism in the workplace. 
1.3 THEORETICAL BACKGROUND 
In this thesis I have considered the content of ageist attitudes, which like 
other attitudes may be considered to consist of the three mechanisms of 
affect (prejudice), behaviour (discrimination) and cognition (stereotyping) 
(Breckler, 1984; Eagly & Chaiken, 1998). Hence the primary theoretical 
frameworks which come to mind when looking at issues such as ageism are 
those relating to prejudice and stereotyping. When considering prejudice, 
social identity theory (e. g. Tajfel & Turner 1986) and self-categorization 
theory (Turner, Hogg, Oakes, Reicher & Wetherell, 1987) readily come to 
mind. However, in examining ageism, there are some features of it which 
appeared to me to restrict the extent to which either of these theoretical 
approaches could apply to it, at least within the context of organisations. In 
particular, since age is not a static, unchanging category - in that everyone 
ages - it does not have boundaries in the same way as aspects of identity 
such as race or gender; and issues of permeability of boundaries cannot 
arise in literal terms since it is not possible to change one's age (though it is 
possible to some extent to disguise it). Hogg and Terry (2000) suggested 
that social categorization theory could explain the development of group 
prototypes within organisations, but the difficulty of applying this to ageism is 
that it should mean that as the members of a working team age, so the group 
prototype changes: yet this is patently not what has sometimes happened in 
organisations in which, for example, whole layers of management may be 
stripped out, removing people of a certain age range within that function. 
In looking at stereotyping, the Stereotype Content Model has in the fairly 
recent past been extensively used to look at age. The work of Fiske and her 
colleagues (e. g. Cuddy & Fiske 2002; Fiske, Cuddy & Glick, 2007) has 
provided highly consistent findings in which 'elderly people' are considered to 
be warm and friendly, but not competent ("doddering but dear" - Cuddy & 
Fiske, 2002). However, these researchers have not so far considered older 
workers as a group subject to stereotyping, so although we can hypothesise 
how they might fit in to the stereotype content model, we have no evidence 
on the matter. Further, although this approach would tell us how older 
workers were perceived, it would not tell us why. 
To examine the reasons behind workplace ageism, I therefore turned to 
theories of stigma, and in particular to the approaches proposing that stigma, 
in the sense of a negative label applied to a group of people who are then 
perceived as devalued or flawed, in one or more contexts, arises from a 
perception of threat emanating from that group. This is found in the work of 
Stephan and Stephan (1985,2000). Stangor and Crandall (2000) produced 
an overarching theory of the origins of stigma, covering the question of why 
some groups might be stigmatised in some contexts, as well as how that 
perception of stigma may spread throughout contiguous social groups. They 
collated the literature looking at various different kinds of threat, such as 
realistic threat, symbolic threat, health and economic threats and so on, and 
proposed that one or more kinds of threat, perceived as emanating from a 
particular group, may underlie the stigmatisation of that group. The research 
for this PhD has therefore been primarily concerned with finding out whether 
such an explanation can plausibly be applied to the way in which older 
workers can be viewed, and in particular what it is that is threatened, if older 
workers are employed. 
1.4 METHODOLOGICAL CONSIDERATIONS 
This research programme has used mixed qualitative and quantitative 
methods. The first study aimed to examine the experiences of older workers 
(defined according to the Age Concern criterion of 50 and over) relating to 
work; and the second study looked at the experiences and views of 
employment decision-makers, with particular reference to their perceptions of 
older workers and the extent of the contribution that older employees might 
make. Qualitative methods were necessary here because of the intention to 
investigate the subjective experiences of participants, and the need to record 
their views in their own words and using the kind of language they were using 
in the present day. There had already been a considerable amount of 
quantitative research concerning attitudes towards older workers, but it 
seemed both desirable and necessary to look again at the ways in which 
employers might describe and otherwise speak of older workers and their 
possible contribution, rather than assuming that there were no new issues 
arising, or new ideas expressed in more up-to-date language. In terms of the 
older workers themselves, while there has been considerable research on 
the experiences of other possibly stigmatised groups, and indeed some on 
the experiences of older people for example as patients, there seemed to be 
none focusing on older people as workers, and relatively little literature in 
relation to stigma and older people (Zebrowitz & Montepare, 2000). 
Having completed two qualitative studies, an appropriate next step was to 
take the research further by testing some hypotheses arising from these 
studies, which in turn built upon the existing literature. The qualitative 
studies, particularly the study of the employment decision-makers, gave 
some indications of how, and when, older workers might appear to constitute 
a threat in the workplace, namely when an organisation or team is particularly 
pressured with demanding targets. The qualitative studies also indicated 
some of the reasons why younger workers might be preferred, reasons which 
included not only stereotyped perceptions of them, as compared with older 
workers (confirmed and expanded in the qualitative studies) but also 
perceptions of some specific ways in which older workers might be less 
attractive as employees, namely that they would lack recent qualifications, 
and might have commitments outside work which might hinder their total 
dedication to it (something which some employers seem in the mid 2000s to 
expect). The approach chosen was to conduct an experiment which would 
examine the preferences between older and younger workers in work 
scenarios of higher and lower pressure, or stress. If acceptance of an older 
candidate for a job was affected by work pressure, one might also expect it to 
relate to the tendency of an individual manager or decision-maker to 
experience anxiety and to feel that they were not perhaps fully in control of 
factors affecting their work and work-related responsibilities. The intention 
was to relate decision making about hypothetical candidates for employment, 
in higher and lower pressure conditions, to these personal traits and to a 
measure of ageist attitudes as they might relate to the workplace. In that an 
experimental study was being conducted, in which two conditions were to be 
compared, and in which the decisions made were to be related to measures 
of attitudes and personal traits, quantitative methods were clearly necessary. 
In designing the experimental study, it was found that no scale of workplace 
ageism existed: although there was a measure of ageism developed in 1990 
by Fraboni, Saltstone and Hughes, its content related to elderly people such 
as might live in care homes, rather than people who were merely `older' in 
the sense of being in the latter half of their career. An extra study -a further 
quantitative one - was therefore necessary to develop a scale of workplace 
ageism, and this was Study 3 of the present research, which employed 
Exploratory Factor Analysis and correlational methods to develop a new 
scale and relate workplace ageism to other attitudinal constructs and 
personal traits. Study 4 was therefore the final, experimental study relating 
acceptance of candidates of different ages, to higher and lower pressure 
conditions of work. The third and fourth studies, both quantitative, involved 
online data collection methods using appropriate specialist software, as will 
be explained in the relevant chapters. 
1.5 OVERVIEW OF THE PRESENT RESEARCH 
Chapter 2 
In this chapter the literature on ageism is reviewed, particularly as it might 
relate to employment and the workplace. First, I looked at definitions of 
ageism and the evidence as to where in modern life it has been found. In 
researching attitudes to older workers, it is relevant also to look at the various 
constructions of what constitutes 'older'. The evidence for workplace ageism 
and discrimination is reviewed in relation to published statistics as well as to 
the psychological, sociological, and indeed business-related literature. It was 
recognised that older workers, perhaps perceiving that their careers were 
unlikely to advance further, might, apparently voluntarily, choose to leave 
work before normal retirement age, and the parallels with the 'glass ceiling' 
affecting female workers (Morrison, White & Van Velsor, 1989) are noted, as 
well as the possibility that being sidelined and denied training might be 
demotivating to older employees in terms of remaining in their jobs (faced 
with a choice). Evidence about the capabilities of older workers, by 
comparison with the way in which their value as employees might be 
perceived, is examined, including the phenomenon of stereotype threat 
(Steele, 1997) which has been shown to affect older people's performance of 
certain tasks at which they are stereotypically 'supposed' to be less 
competent (such as memory-related tasks). Then, theories which might be 
used to explain workplace ageism are reviewed, and it is concluded that a 
stigma approach appeared most valuable. 
Chapter 3 
Having argued for the possible role of stigmatisation in the treatment of older 
workers, this chapter reviews the literature on stigma, both from the point of 
view of the 'stigmatisers' and the targets of stigma and prejudice. First I 
examine the ways in which the word 'stigma' has been used rather differently 
by different writers, concluding that the word used most properly refers to the 
labelling of an aspect of a person's identity as a negative characteristic which 
in certain contexts may lead to that person's being devalued and the target of 
prejudice and discrimination. Types of people who have been stigmatised in 
various contexts, including organisations, are considered, and the various 
different ways in which stigmatised conditions can be classified, are 
discussed - such as degree of obviousness, and controllability. Theories 
which have been put forward to explain stigma are considered, including 
theories about a perceived threat potentially underlying the stigmatisation of 
some social group. Types of threat which might lead to stigmatisation, are 
discussed, particularly in the context of organisational life. The possible types 
of threat which might be represented by older people at work, are examined. 
Then, the 'target's viewpoint' of stigma is considered, in terms of when and 
how being stigmatised might affect the members of a stigmatised group, and 
how they might deal with, or defend against, being so stigmatised. 
Chapter 4 
This chapter sets out the research questions, developed on the basis of the 
literature, and goes on to discuss the methodology appropriate for 
investigating these questions. The questions include some which relate to the 
'inner life' of older workers themselves, and of employment decision makers. 
Qualitative methods were appropriate to use there, particularly in terms of 
obtaining up-to-date information on the language used when talking of 
workplaces, work, and employees of different age groups. However, 
quantitative methods were needed for developing a scale of workplace 
ageism, and to relate ageist attitudes at work to other constructs and to 
potential behaviour of employment decision-makers. Issues concerning the 
use of mixed methods are discussed, and the chapter ends with a personal 
reflection on my interest in the topic of workplace ageism and the need for 
awareness of my particular standpoint and how it might affect not only my 
perception of the research results, but even (particularly in the case of 
qualitative research) what those results were. 
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Chapter 5 
Chapter 5 reports on Study 1, which was a qualitative study of 24 people 
aged 50-65, including those who were still working, as well as some who had 
taken early retirement or had been made redundant. All participants were, or 
had been, in non-manual jobs, which was a deliberate choice made to avoid 
introducing work environments in which physical strength might be especially 
required and therefore in which a preference for younger workers might seem 
reasonable. Participants' experiences of being older workers were reviewed 
and discussed, particularly whether older workers perceived themselves as 
having been labelled on the basis of their age, and treated differently, 
because of it. These older workers (some of whom were, or had been, in 
senior positions themselves) gave their views of how older and younger 
employees are perceived by decision makers at work. Work was considered 
to be rather pressured, with long hours of work required. An interesting 
dimension which appeared relevant to the situation of older workers was that 
careers were expected to 'take off rapidly for younger people, with the idea 
that it might peak at around the age of 40. While advancement opportunities 
thereafter existed for some people, the organisational pyramid meant that 
some older people would find their careers had reached a plateau. Then, this 
chapter covers the ways in which older workers deal with their age at work, 
both in terms of colleague relationships and in terms of de-emphasising their 
age or maintaining their employability. It appeared important for older 
employees to tread carefully in social interactions with their younger 
colleagues: it was clear that relationships between generations in the 
workplace need to be carefully negotiated, at least from the point of view of 
these older workers, who felt it was important to avoid a quasi-parental 
relationship. 
Chapter 6 
The second qualitative study is reported in this chapter. Interviews with 13 
employment `gatekeepers' included both human resource managers, and 
people in general management with responsibilities for staff selection, 
promotion or training. Participants echoed the views of the older workers in 
terms of the differences in potential contribution between older and younger 
employees, and the stressful nature of some modern workplaces, leading to 
doubts about the value of employing older people. The possible threats 
posed by employing older workers became clearer: it was felt that rapid 
change, especially that driven by IT, made it difficult for older people to 'keep 
up', in spite of their perceived conscientiousness and experience. Older 
employees were thought to cost more, but to be worse value for money in 
terms of their energy, flexibility, and ultimate contribution. In particular the 
prospect of retirement seems to cast a shadow over the career of anyone 
over about 50, with some employers presuming that interest in and 
commitment to the job would decline. Further, some employers felt that 
younger people would be more likely to maintain the image of an 
organisation as a go-ahead or even 'trendy' kind of entity. Hence it seemed 
that older workers might pose a threat to productivity, profitability, the image 
of the organisation, and its overall success. 
Chapter 7 
Study 3 was a quantitative study using an online fieldwork method, with a 
sample of 306, to develop a scale of Ageism At Work for use in the final 
study. The chapter describes how a 'long list' of potential scale items was 
compiled on the basis of the literature and of Studies 1 and 2. Other 
constructs were included in the questionnaire as potential correlates of 
Ageism at Work (AAW) scales: other measures of prejudiced attitudes 
(Neosexism - Tougas, Brown, Beaton & Joly 1995; and the Fraboni scale of 
ageism - Fraboni et al, 1990); a measure of Social Dominance Orientation 
(Pratto, Sidanius, Stallworth & Malle 1994); Work Locus of Control, a 
measure of the extent to which a person feels empowered in relation to the 
outcomes of their efforts at work (Spector, 1988); and Trait Anxiety, a 
measure of the tendency to feel anxious or stressed (from the State-Trait 
Anxiety Inventory - Spielberger 1995, and Krohne, Schmukle, Spaderna & 
Spielberger 2002). An exploratory factor analysis found three relevant and 
workable factors emerging from the list of potential items, potentially forming 
subscales (with good reliability) of an Ageism At Work construct: and these 
were designated as 1) General Ageism, 2) Older and Younger Workers, and 
3) (Anti) Age Diversity. The chapter also reports that part of Study 4 (sample 
of 210 employment decision-makers) which is concerned with the Ageism at 
Work (AAW) scales. The first and third subscales correlated as predicted with 
the other constructs included in the questionnaire: the second subscale was 
more problematic, and this is discussed. 
Chapter 8 
This chapter reports Study 4, which was a further quantitative - experimental 
- study, using a method known as 'Choice-based Conjoint', with online 
fieldwork, to examine the choices made by 210 employment decision-makers 
about candidates varying in terms of age, gender and other characteristics; 
and relating these choices to attitudinal measures of Ageism at Work (as 
developed in Study 3). The constructs Work Locus of Control and Trait 
Anxiety were also included in this study in order further to examine their 
potential relationship with workplace ageism. Choice-based conjoint analysis 
(e. g. Bateman et al., 2002) is a method so far little used in psychological 
research, although it has been used in the fields of economics and business 
decision-making. Using a within-subjects approach, it permits the 
simultaneous measurement of responses to various combinations of 
characteristics of an object, product or, in this study, potential candidates for 
jobs within client service teams in two (fictitious) organisations. Participants 
were asked to make a series of choices between putative candidates, in the 
manner of a vignette study, but the method permits a much greater range of 
combinations of characteristics to be evaluated. Further, the way in which the 
options are presented to participants makes it highly unlikely that participants 
could be aware of the main area of interest, hence reducing the likelihood of 
'social desirability' responding. The analysis method allows one to evaluate 
which, of the dimensions along which the 'candidates' vary, is having the 
most influence on participants' choices. Four dimensions were involved: age, 
gender, recency of training, and extent of non-work commitments. Two 
conditions were presented as different organisational contexts for choices 
between the 'candidates': a higher and a lower stress condition. While 
candidate age was not, counter to hypothesis, the most important dimension 
governing choice, the study did indicate that in the higher stress condition, 
older candidates aged 45 and 55 were significantly less likely to be picked 
than in the lower stress condition. The most attractive candidates in both 
conditions were aged 35; interestingly, female candidates were more often 
chosen than males at all age levels and in both conditions, and the possible 
reason for this is discussed. Negative correlations were found between the 
likelihood of picking an older candidate, and measures of Ageism at Work 
developed in Studies 3 and 4, and these relationships were particularly 
strong in the Higher Stress condition. Having had recent training, and having 
fewer non-work commitments, improved the 'employability' of candidates in 
both stress conditions and at all age levels, but recent training particularly 
improved the 'prospects' of 55-year old candidates in the Higher Stress 
condition. Hence this study provided evidence that there may indeed be a 
relationship between the desire to reduce the stresses of a pressured 
workplace, and reluctance to employ older people. It also indicates that such 
reluctance may relate to holding ageist attitudes. 
Chapter 9 
In this final chapter the key findings of this programme of research are 
highlighted and related to the existing research on ageism and stigma. The 
research does provide a possible explanation for ageism in the workplace, 
using the threat theory or theories of stigma origin. The qualitative studies 
indicated that older workers were indeed sometimes stigmatised, and 
suggested that the desire to reduce the risk of failing to meet targets might in 
some organisations militate against the employment of older workers, in the 
high-pressured workplaces of today. A hypothesis was generated which 
predicted that older job candidates would be less often short-listed for jobs in 
higher stress working environments, than they would be in lower stress 
environments. This hypothesis was supported in Study 4, providing further 
evidence that the rejection of older candidates may relate to a desire to 
reduce the risk of missing workplace targets. Recent training improved the 
attractiveness of older candidates, particularly when the job environment was 
one of higher stress. Thus the research provided evidence on when, where, 
and among whom, workplace ageism might particularly occur. At the same 
time, a valuable start has been made on developing reliable scales to 
measure Ageism At Work, using two different samples including one of 
employment decision makers. 
Notes on style. 
I have tried to use English spelling throughout except where quoting directly 
from an American writer or publication, thus 'organisation' not 'organization', 
for example. 
Footnotes are occasionally included with definitions or clarifications which 
may be helpful. However, these are not essential to the text. 
I have used the APA referencing style, and the term 'et al. ' is only used when 
a reference has been given in full earlier in the thesis, unless there were 
more than six authors in which case APA style permits the use of 'et al. ' from 
the outset. 
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CHAPTER 2 
REVIEW OF THE LITERATURE RELATING TO AGEISM IN THE 
WORKPLACE 
2.1 INTRODUCTION 
Ageism is a huge subject. On 2nd July 2007, a search on Google using the 
term 'Ageism' produced over 1.1 million items. The subject of this thesis 
primarily concerns ageism in the workplace: however, a Google search 
using the terms 'ageism' + 'work' produced 741,000 items (67% as many), so 
the volume of information is not much smaller; and a search for `ageism' + 
'employment' produced 361,000 items (33% as many). A search using 
'Ageism' in the Psychlnfo database. produced 490 items; 'ageism + work' 
produced 110 (22% as many as 'ageism' alone), and 'ageism + employment' 
produced a mere 29 items (6%). A similar pattern emerges from searching 
other social sciences databases. Therefore, it may be supposed, on the 
basis of this (admittedly simplistic) comparison, that the topic of ageism at 
work has received relatively less attention in relation to the psychological 
literature on ageism, than it has within society as a whole, by comparison 
with the overall topic of ageism. As an introduction to this thesis, this 
literature review will aim to draw upon the vast body of literature on ageism, 
while focusing upon ageism at work, and within that topic, narrowing down to 
the psychological approaches used in its study and their findings to date. 
This will then lead to the research questions which have guided the present 
thesis. 
2.2 WHAT IS AGEISM? 
Let us first look at some definitions of ageism: Greenberg, Schimel and 
Martens (2002, p. 27) define ageism as "negative attitudes or behaviors 
toward an individual solely based on that person's age. " In the same volume 
("Ageism", ed. Nelson, 2002), Levy and Banaji (2002, p. 50) define it as "an 
alteration in feeling, belief or behaviour in response to an individual's or 
group's perceived chronological age. " Several writers credit Butler (1969) 
Chapter 2 16 
with coining the term, as referring to evaluations - whether negative or 
positive - of a person or persons purely on the basis of their age. 
Clearly, evaluations based on age are not necessarily directed at an older 
person. Increasingly, research is examining the phenomenon of ageism 
directed against the young, and indeed some of the findings reported in this 
thesis indicate that in certain circumstances younger people may be as 
devalued as older ones (e. g. DWP, 2001; Employers' Forum on Age, 2005). 
A 2004 survey by the Chartered Institute of Personnel and Development 
(CIPD) indicated that people aged 35 to 40 were the only group unlikely to be 
considered either too old or too young for a job; and a 2001 CIPD survey 
found that people aged 16-24 were as likely to be told they were the "wrong 
age" for a job as were people aged 55-64 (Compton-Edwards, 2001). 
However, the thrust of this thesis and the research it reports is concerned 
with ageism directed against older people, and older workers in particular. 
2.3 WHERE DOES AGEISM OCCUR? 
Significant amounts of research on ageism have been conducted in a variety 
of fields. For example, in the field of healthcare, Roberts, Robinson and 
Seymour (2002) found that three-quarters of the senior UK healthcare 
managers they interviewed believed that age discrimination occurred in 
provision of health services; and Evason (2004) reported that between 42% 
and 46% of adults in Northern Ireland believed that health and social care 
workers treated older people differently (i. e., worse than younger people) in 
various aspects of care. In terms of the media, research identifying ageism 
has covered such diverse areas as soap operas, humour, cartoons, 
advertising, and even greetings cards (e. g. Carrigan & Szmigin, 2000; 
Friedan, 1993; Healey & Ross, 2002; Thane, 2005). Butler (2002, p. 2), 
giving evidence to a US Senate Special Committee on Aging, said that "Older 
persons are often stereotyped in print and on television as feeble, ineffective, 
helpless and irrelevant". There is evidence that exposure to such negative 
imagery even causes older people themselves to develop negative images of 
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ageing (Donlon, Ashman & Levy, 2005). Work, and employment, is another 
area where ageism appears to be rife, as will be discussed fully below. 
Taking this body of research, and other evidence, as a whole, it is clear that 
ageing is viewed as problematic: something to be feared, and the effects of 
which need to be disguised. Ageing seems to be inevitably considered to 
involve deterioration, in various aspects of life. Trying to reverse or at least 
hold back the effects of ageing are considered at first worthy and admirable, 
and as age advances, ridiculous. There is evidence that older people 
themselves may consider themselves to be less worthy of benefiting even 
from healthcare, as well as from employment and training opportunities (e. g. 
Irving, Steels & Hall 2005 about training; Ray, Sharp & Abrams 2006). 
Therefore a consensus emerges that getting older is problematic; and the 
topic of older people in the workplace is no exception. Inevitably, it will be 
necessary to examine aspects of ageism generally, as it could be said that 
workplace ageism is but one subcategory of ageism overall. However, the 
thrust of this thesis, and of this literature review, will be ageism as it occurs 
in, and affects, the workplace, and in particular older people within the 
workplace. 
2.4 WHO ARE `OLDER PEOPLE' AND `OLDER WORKERS'? 
In referring to 'older people', it seems to be assumed that these constitute a 
clear category. But what constitutes 'older'? As a working definition, we 
have for this research programme adopted the definition used by Age 
Concern England, of age 50 being the age above which people are 
considered to be 'older'. However, various writers have pointed out that age 
categories are themselves a social construction. Bytheway (2005) has 
discussed the way in which birthdays are associated not only with changes of 
status in relation to employment and retirement, but also with "cultural 
transformations". We can change many things about ourselves, but we 
cannot change our age: it is a label we have to accept throughout life, 
although we can to some extent try to control the appearance of age (e. g. 
Katz & Marshall, 2003). Bytheway (2005) points out how age categories are 
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labelled, for example, as TO and over", which implies an assumption that 
people over the cutoff age are a homogenous bunch. But '60 and over' can 
include people aged 100+ as well as those aged 60. No-one would argue 
that a person of 20 was the same as one of 60, yet the same 40-year age 
gap when discussing older people, is somehow assumed to be of no 
significance. Bytheway also remarks how whichever cutoff ages are used, 
"the oldest category... is made to appear more deviant" (2005, p. 369). 
Other evidence about what constitutes 'older' comes from a 2004 survey 
done for BBC News. While 23% of the total sample (1009 adults aged 18+) 
considered people 'old' by the age of 64,31% of those aged 25-34 agreed, 
compared with 20% of those actually aged 55-64 (BBC News, 2004). By the 
age of 79,70% of the total sample considered a person to be 'old', compared 
to 80% of those aged 25-34 and 60% of those aged 55-64. Hence, people's 
conceptions of what constitutes 'old' change as they age themselves. A 
similar pattern, though differently reported, was observed by Ray et al. (2006) 
who found that while across their whole sample (1864 British people aged 
16+) old age was deemed to begin at 65 on average, people aged 25-34 
considered old age to start at age 59, whereas those aged 55-64 considered 
it to start at 66. People aged 75+ considered themselves to have only just 
reached old age, which in their minds began at about age 72. This illustrates 
the extent to which age, and old age, are socially constructed, and how their 
social construction may vary depending on who is doing the 'constructing' 
and for what purpose. 
2.5 WHAT IS AGEISM IN THE WORKPLACE? 
Ageism may be considered to be a set of attitudes towards people who may 
be considered older in some context. As with other attitudes, we may start 
from the viewpoint that ageist attitudes, as they relate to the workplace, 
consist of three mechanisms: affect (prejudice), behaviour (discrimination) 
and cognition (stereotyping) (e. g. Breckler 1984, Eagly & Chaiken, 1998). 
Age discrimination is, therefore, the actual behaviour of discriminating on 
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grounds of age. It may be argued that this results from the holding of 
negative stereotypes of, and affect towards, older workers: and such a set of 
attitudes may be said to constitute 'Ageism'. In this thesis we are 
concentrating not so much upon age discrimination - the behavioural 
manifestation of ageism - but are examining the underlying reasons why this 
behaviour occurs: why and how ageist attitudes exist; how they can be 
measured; and finally, their possible relationship with age-based decisions 
about employment and employees. Thus we are looking at the affective and 
cognitive aspects of ageism at work, and then relating it to possible 
behavioural (discriminatory) outcomes. 
2.6 EVIDENCE FOR WORKPLACE AGEISM AND AGE DISCRIMINATION 
First, however, we will briefly examine the evidence as to whether workplace 
ageism appears to be a notable phenomenon. Such evidence occurs in 
government statistics, and literature from government departments, voluntary 
organisations and 'quangos', as well as in literature from the academic field, 
where it is found in the literature of business studies, sociology and 
psychology. 
2.6.1 Reduced labour market participation of older people 
UK Government statistics (from the UK National Statistics website, retrieved 
12.06.2006) report that in Spring 2004 the employment rate for men aged 
between 50 and 'State Pension Age' (65) was 72%, compared with 64% in 
1994. This represents a recovery from that low point, but employment rates 
for men 50-65 are still nowhere near the level found in 1979 which 
approached 85%. (The pattern for women is obscured by the long term trend 
for greater involvement of women in the labour force. ) Thus, 18% of men 
supposedly of working age, are actually not economically active'. Within the 
broad age band of 50 years to retirement (65 for men), there is actually a 
considerable variation in economic activity rate: as reported in 2005, it was 
"Economically active" is defined by the International Labour Organisation as either 
employed, or registered unemployed, i. e. seeking work. 
84% among men aged 50-54, down to 75% among men aged 55-59, and 
even lower at only 53% of men aged 60-64 (Whiting, 2005). 
Why has this occurred? Further details from the Labour Force Survey, 
reported in Social Trends (Babb, Butcher, Church & Zealey 2006) indicates 
that of those men aged 50-64 who were economically inactive, 52% reported 
being long-term sick or disabled; 30% said they were retired; 4% said they 
were looking after family or home, and 13% gave some other reason. (The 
comparable figures for women were that 40% were long-term sick/disabled, 
28% were looking after family or home, 15% were retired and 16% 'other'. ) 
It is known that the figures for being 'long term sick/disabled' may conceal a 
certain proportion of workers who are, in fact, unemployed or who have been 
obliged for one reason or another to retire from work prematurely (OECD, 
2007). There has also been a trend for older people of both sexes, but 
particularly women, to move to part-time working as a means of making a 
more gradual transition between working life and retirement (Whiting, 2005). 
Figures reported in Pension Trends (Penneck & Lewis 2005) show that while 
85% of economically active men aged 50-64 are working full time (including 
employed and self-employed), 54% of economically active women aged 50- 
59 work full time. 
These economic activity figures do not themselves demonstrate any kind of 
ageism, but they do suggest that to some extent older workers are used as a 
flexible pool of labour which may be drawn upon, employed part-time, or laid 
off, in response to economic and labour market forces (e. g. Dex & Phillipson, 
1986; Hotopp, 2005; Taylor & Walker, 2003). This approach to employing 
older workers could be construed as ageism, even though in practice it may 
be that many older people take advantage of the situation to construct a 
working life which suits them (Yeandle, 2005). Hotopp (2005) in an article 
for the UK's Office of National Statistics has written about the employment 
rate of older people, as compared with the overall employment rate in the 
population: 
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"The employment rate (the proportion of the population in 
employment) is affected by demand and supply of labour. .... The 
demand for particular types of labour, such as workers aged 50 and 
over, will depend on the substitutability and complementarity with 
other workers, their relative costs compared with these substitutes and 
their marginal product as compared with other groups. It depends on 
various personal characteristics of individual workers, such as their 
skills and education, experience and work attitude. " (p. 74) 
What is interesting about the above extract is that it is implied that the. 
demand for workers aged 50+ is somehow based on different criteria from 
the demand for workers of other (younger) age groups. It would seem 
reasonable to suppose that the demand for any type of worker would depend 
on the factors cited by Hotopp (2005), but the way in which she associates 
them particularly with "workers aged 50 and over" illustrates the way in which 
ageism pervades the thinking even of those trying to write specifically about 
the subject. 
Has ageism, and in particular age discrimination, contributed to the decline in 
the employment rate of older people? Opinions seem to differ. Campbell 
(1999), in a report on the decline of employment among older people in 
Britain, commented that age discrimination did not appear to be a major 
cause of the decline. This claim is based purely on a secondary analysis 
(McKay & Middleton, 1998) of a 1994-5 survey in which only 5% of people 
aged 45-69 felt they had been the victims of age discrimination in relation to 
a job application. As well as being somewhat out of date, this data is unlikely 
truly to reflect the prevalence of age discrimination, since, as Campbell 
(1999) himself points out (p. 58) "it is possible for people to be discriminated 
against on grounds of age without knowing it or to believe erroneously that 
they have been the victims of age discrimination. " It can also work the other 
way round: McVittie, McKinlay and Cowan (2007) investigated the way in 
which older non-employed individuals may use the discourse of age 
prejudice as a way of accounting for their lack of success in finding 
employment. Other evidence, by contrast, indicates that older workers are 
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often all too aware of the existence of age discrimination: in the USA a 2003 
survey by AARP (the American Association of Retired People) found that 
67% of employees aged 45 to 74 believed that age discrimination was a fact 
of life in the workplace (HARP, 2003). In Britain, a 2003 survey by the 
Chartered Institute of Personnel and Development (CIPD 2003a) found that 
21 % of workers over 50 had personally been discouraged from applying for a 
job because of an age range being stated or hinted at in a job advertisement; 
and 16% of them believed they had been discriminated against during a job 
interview on grounds of being too old. 
Where age discrimination legislation is in place, we may look at the extent to 
which complaints have actually been made, as a measure of age 
discrimination as perceived by workers. The USA have had legislation in 
place since 1967 (the Age Discrimination in Employment Act - ADEA). The 
level of age discrimination complaints made to the US Equal Employment 
Opportunities Commission (EEOC), from 1997 to 2006, ranged between 
14,000 and 20,000 per fiscal year, but according to the EEOC website, show 
no signs of decreasing. In the first five months following the introduction of 
UK legislation against age discrimination at work in October 2006, it has 
been reported that nearly 1,000 formal complaints of age discrimination were 
registered (Tribunals Service News Release, 3rd September 2007), and the 
Department of Trade and Industry (DTI) anticipates 5,250 age discrimination 
claims in 2007-8 (PersonnelToday, 1 0th July 2007). 
Some research looking at particular organisations appears clearly to identify 
the existence, even prevalence, of age discrimination in the workplace. 
Platman and Tinker (1998, p. 527) found a "systematic targeting of older 
workers for early exit" in the BBC. Grossman (2005) reported the actions of 
Gulfstream Aerospace in the USA, which, in the process of cutting over 10% 
of its 2,000-strong managerial workforce during 2000, developed 'code 
words' - based on flexibility and adaptability - for old and young in an attempt 
to hide the age discrimination (made illegal in the USA as long ago as 1967) 
which was implicit in its selection of those to be let go. Anecdotal evidence in 
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the UK (including reports given by some participants in the research for this 
thesis) reports that during the restructuring of the major banks in the 1980s 
and 1990s, the impact fell most heavily on those aged about 50 or over, who 
happened to be the age group most represented in the level of management 
which was cut out. 
Experimental evidence from psychology also confirms the existence of age 
discrimination. For example, Avolio and Barrett (1987) found that, when 
evaluating an audiotape of a simulated job interview, participants gave higher 
ratings to the `candidate' if they believed he was 32, than when they believed 
he was 59, even though the qualifications were the same for both 
'candidates'. 
2.6.2 A voluntary decision? 
It is possible that a decline in the employment participation of older people 
may be due to their own preferences. So, do older people actively choose to 
drop out of the workforce, and if they do, why? As has been mentioned 
earlier, it is possible that to some extent long term sickness and/or disability 
are used as proximal justifications for what amounts to early retirement. 
Family responsibilities conflicting with working hours may also be responsible 
to some extent for early exit from the workforce. In the UK, while the Work 
and Families Act 2006 prescribed enhanced statutory rights for workers (of 
both sexes) who become parents (whether through birth or adoption), there 
are currently no specific employment rights prescribed for people who have 
to care for elderly or sick relatives: there is merely a 'right to request' the 
opportunity for flexible working in such circumstances. Many 'middle-aged' 
people, especially women, have responsibilities involving caring for adults 
(Arksey, Kemp, Glendinning, Kotchetkova & Tozer, 2005); and figures from 
the UK's 2001 Census reveal that about 25% of women in their fifties, and 
18% of men in their fifties, have caring responsibilities amounting to up to 50 
hours per week (Meadows, 2004). About 30% of people with caring 
responsibilities reported that it had had a detrimental effect on their 
employment situation, including reducing working hours and foregoing 
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promotion, as well as ceasing work completely (Arksey et al., 2005). Dropout 
from the workforce due to undertaking caring responsibilities cannot be 
described as entirely voluntary. 
It is worth considering whether there is some kind of "glass ceiling" effect 
operating to curtail the careers of older workers. The term "glass ceiling" 
(Morrison, White & van Velsor, 1987) was coined to refer to the invisible 
barrier which many women met during the course of their careers, which 
appeared to prevent their rising to the top of large American corporations. 
Individual women whose ambitions were frustrated, tended to interpret this 
frustration as a failure on their own part. Morrison et al. (1987, p. 124) argued 
that the barriers were based on these women's female identity: "The glass 
ceiling is not simply a barrier for an individual, based on the person's inability 
to handle a higher-level job; it applies to women as a group who are kept 
from advancing higher because they are women" (Morrison et al. 's 
emphasis). There is reason to believe that similar effects are operating in 
relation to the premature exit of older people from the workforce, that is, that 
older people's careers are prematurely stalled, or ended, simply because of 
their age. Perhaps we should call this the 'glass terminus' or 'glass buffers' in 
that it may function as the 'end of the line' for an older person's career. It has 
also been called the "grey ceiling" (www. snapnews. co. uk, n. d. ). In this 
context, research by McVittie, McKinlay and Widdicombe (2003) is interesting 
in that employment gatekeepers in organisations predominantly employing 
younger workers, attributed such an imbalance to factors beyond their 
control, and avoided acknowledging that there was any systematic bias 
affecting their recruitment policies and practices. 
As will be discussed later in this chapter, the prevalence of negative 
constructions of age appears to lead to some older workers lacking 
confidence as to their possible continued contribution. It seems possible that 
such a lack of confidence could lead to premature exit from the workforce, 
especially in the event of a career setback such as redundancy or unwanted 
early retirement. We have already mentioned the finding by Ray et al. (2006, 
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p. 26) that in a survey of over 1800 British adults, 28% of those aged 55-64 
`self-stereotyped' in agreeing that as people aged they became less 
competent. Hence there is grounds for thinking that some older people may 
believe they are too old, lack the skills necessary for work in today's society, 
or are not fully capable of acquiring them; and if such beliefs deter people 
from seeking work, clearly self fulfilling prophecies are operating. There is 
also evidence of older workers being marginalised (denied promotion, 
training, being stuck in 'dead-end' jobs) in the workplace and therefore 
positively choosing early retirement as a way of dealing with this 
marginalisation. Grossman (2005) reported a survey by the US Conference 
Board (an organisation promoting research in the fields of business and 
economics) of 1,645 American workers aged 50+, which found that nearly a 
third of those intending to retire within five years, would stay on if they were 
given more responsibilities; and 25% said they intended to leave because 
their age was causing them to be held back or marginalized (Parkinson, 
2002, cited in Grossman, 2005). In Australia, surveys of care workers, 
construction workers and finance workers, all aged 45+, showed that 
between 62% and 72% thought they would have to work beyond the official 
retirement age, in order to support a better lifestyle as they aged (Lundberg & 
Marshallsay, 2007). Thus, although on the face of it, some older workers 
may apparently freely choose to withdraw from the labour market, such as 
through early retirement, this 'choice' may effectively be forced upon them by 
the discouraging and discriminatory behaviour of employers (e. g. Vickerstaff, 
2006), when their preference would be to stay on. Walters (1988) referred to 
the early retired as "the forgotten unemployed. " 
Retirement intentions have also been found to be related to the quality of the 
'interface' between a worker and his/her work, retirement being predicted by 
an older worker's level of interest in the work (Richardson & Kilty, 1992) and 
by job characteristics such as high stress, repetitiveness and physical 
demands (Filer & Petri, 1988). Thus older workers may choose to leave a 
job if they find it unfulfilling or stressful to an extent beyond what they are 
prepared to accept, or if, due perhaps to reorganisation, the nature of their 
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job changes to an extent that cannot be tolerated (Vickerstaff, 2006). As 
Grossman (2005, p. 74) also pointed out, "... when employers get wind that 
employees are disgruntled and plan to complain or sue, they move to settle 
by enticing them into retirement with incentives and buyouts, awarded 
contingent upon their agreeing to confidentiality clauses that prevent 
discussion of the situation. " 
The evidence reviewed above leads us to conclude that while some older 
people may decide to give up work totally voluntarily, it is probable that in 
many cases other influences may be operating to produce this apparently 
voluntary result. We cannot therefore assume that people taking early 
retirement necessarily do so out of totally free choice. 
2.7 AGEISM AND THE SOCIAL CONSTRUCTION OF THE `OLDER 
WORKER' 
Ageism could be considered a particular case of prejudice, differing from 
some other types of prejudice (such as sexism) in that the target - the 'older 
person' or 'older worker' is constructed in a way very specific to the context. 
We discussed earlier how the notion of what constitutes 'older' is socially 
constructed, and how perceptions of what age marks the beginning of 'old 
age', varies according to the age of the perceiver (BBC News 2004; Ray et 
al. 2006). Turning now to the construction of the 'older worker', a valuable 
review was contributed by Ainsworth and Hardy (2004) who used the 
framework of 'Critical Discourse Analysis' to examine the ways in which the 
concept of the older worker has been constructed in a variety of disciplines. 
First, looking at the field of economics, they found a pervasive assumption 
that the period of older age inevitably involves dependency on others, and 
that older workers will always be less productive than younger ones (in spite 
of evidence to the contrary). They also identified a tendency for economics 
to focus on older white males, neglecting or ignoring older females and other 
ethnic groups. Economic theories of employment and compensation are 
referred to, they found, as providing rational explanations for the behaviour of 
employers concerned to maximise their return on investment by targeting 
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older workers for early exit and discriminating against older workers in 
access to training. Writers on economics also tended to assume that older 
workers were free to decide when to retire, in spite of considerable evidence 
that early retirement may not, for many older workers, be the outcome of 
choice. In examining research on labour markets, Ainsworth and Hardy 
found that trends towards 'flexible working' and part time employment are 
constructed as benefiting older workers, even if such employment is 
precarious, low paid and requires training to which older workers may not 
have access. 
Thus, the dispensability of the older worker appears somehow to be 'justified' 
by invoking a context of declining capabilities of older workers, economic 
necessity due to their lower productivity, and in any case, if they 'choose' 
early retirement or part-time working, this is construed as being of benefit to 
them, regardless of the actual circumstances of the individual, or the motives 
of the organisation. In psychology, we find further evidence of the 
problematizing of the older worker: Furnham (1997, p. 627), in a chapter on 
organisational change, remarked that "older members of organizations tend 
to be more set in their ways, have much stake in the status quo, and 
therefore tend to be more wary about change". No references are cited for 
this assertion. Such remarks draw heavily on stereotypes of older workers, 
but without acknowledging that this is what is being done. 
Research in the field of gerontology has, according to Ainsworth and Hardy 
(2004), often focused on the issues of the 'real' capabilities of older people, 
as compared with the negative stereotypes which appear to predominate. 
(The very fact that such research exists in substantial quantities, indicates 
the extent to which the older worker is problematised. ) These stereotypes, 
as might be expected, characterise older workers as less capable, less 
energetic, and more resistant to change and retraining, even when 
experimental and other evidence shows this either not to be the case at all, 
or possibly to be a function of the design of training programmes, or related 
to older worker motivation (which may in turn be affected by the presence or 
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absence of interesting work and relevant training opportunities). It appears 
that younger workers (age unspecified) are taken as the norm, and the older 
workers correspondingly as 'deviant'. Hegarty and various colleagues have 
contributed a body of research on the power of such norms in the reporting 
and discussion of gender differences (e. g. Hegarty & Buechel, 2006), 
sexuality (e. g. Hegarty & Pratto, 2004) and age differences (e. g. Robinson & 
Hegarty, 2005). The power of such age stereotypes is illustrated by the 
finding that they may be 'internalized' by older workers who may then give up 
searching for suitable work. Indeed, Ray et at (2006, p. 26), as mentioned 
earlier, reported that in a survey of over 1800 British adults, about 35% of 
people over 55 (28% of those aged 55-64, rising to 43% of those aged 75+) 
'self-stereotype' in agreeing with the statement that "As people get older they 
become less competent" This also relates to the observation by Ainsworth 
and Hardy (2004, p. 233) that cultural studies focus particularly on the body 
as the 'site' of ageing, and bodily ageing is therefore constructed as 
something to be managed in the hope of more closely matching some "youth- 
centred ideal". It is not hard to see how the ageing of the body, and by 
implication the brain, can easily be constructed as meaning that older people 
are less competent than younger ones. 
This useful paper by Ainsworth and Hardy has brought together evidence 
from a number of different disciplines by way of an overview of the way in 
which the category of 'older worker' has been constructed as problematic and 
the many ways in which it is apparently assumed that ageing must lead to 
some kind of decline in work-related powers, in spite of evidence - which will 
be considered later in this chapter - that either a) there is no such decline, or 
that b) if there is, it may be attributable to withholding of appropriate training 
(e. g. McDowall, 2007), or c) it may relate to self-fulfilling prophecies in which 
the confidence of older workers in their own abilities is undermined through 
these pervasive stereotypes. (This phenomenon, 'stereotype threat', will also 
be discussed a little later in this chapter. ) 
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Having reviewed this range of disciplines and a wide variety of literature, 
Ainsworth and Hardy (2004) remark that the questions still remain as to "why 
and how... age discrimination exists" (p. 233) and why, despite a plethora of 
gerontological research 'proving' the value of older workers, decisions about 
them seem still to be based in the "stereotypes that continue to influence 
labour market behaviour" (p. 233). This question, as to why ageism and age 
discrimination occurs in the workplace, is the fundamental question which 
this thesis tries to address. In the next section, we will look at the content of 
the stereotypes which appear to be so influential in determining the fate of 
older people in the workplace. 
2.8 OLDER WORKER STEREOTYPES 
'Justifications' for sacking older workers (by whatever mechanism) seem 
usually to be couched in terms of 'rational' evaluations regarding older 
workers': lack of adaptability to change; insufficient energy; poor value for 
money in terms of salary commanded; and lack of expertise with modern 
technology, particularly IT (Grossman, 2005). Yet, as we will see when 
looking at stereotypes of older workers, and the way they are socially 
constructed, it may be felt that these 'justifications' themselves seem to draw 
heavily on stereotypes; and further, there is considerable evidence, from 
experiments and other research, which will also be discussed later in this 
chapter, that older workers may be quite as capable as younger ones, if not 
more so, in many if not most relevant respects. 
2.8.1 Stereotypes of older people in general 
Stereotypes have been defined as: "cognitive structures that store our beliefs 
and expectations about the characteristics of members of social groups" 
(Cuddy & Fiske, 2002, p. 4). These may develop over time, and "Accurate or 
not, stereotypes guide our social behavior and often govern what information 
we seek, heed and remember" (Cuddy & Fiske, 2002, p. 4; see also Fiske, 
1998, for a review). Susan Fiske and her colleagues have, over the years, 
conducted a considerable amount of work on the stereotyping of elderly 
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people and the content of such stereotypes. While recognising that Fiske 
and colleagues dealt specifically with `elderly' people, we must keep in mind 
the blurring of the distinctions between people of various ages, implicit in the 
social constructions and categorizations of age discussed earlier in this 
chapter (e. g. Bytheway 2005). Therefore, we believe it is reasonable to 
consider Fiske's work as potentially applicable to older workers as well as to 
'elderly' people. 
Fiske and colleagues, in their Stereotype Content Model (Fiske, Cuddy, Glick 
& Xu, 2002) have identified two key dimensions upon which many groups 
appear classifiable: warmth, and competence. They repeatedly found that 
elderly people are considered to be high on warmth, but low on competence, 
or, as Cuddy and Fiske put it, "doddering but dear" (Cuddy & Fiske, 2002). 
This quadrant of the map of a typical cluster analysis from one of their 
studies also contains "retarded" and "disabled" people, and typically provokes 
the paternalistic emotion of pity (Fiske et at, 2002; Fiske, Cuddy & Glick, 
2007). While the original work of Fiske and colleagues took place in the US, 
it has been extended to other countries (Cuddy, Fiske, Kwan, et at, in press), 
and in every country, older people have been shown to be perceived as "nice 
but not smart" (Fiske et at, 2007, p. 81). In a study sponsored by Age 
Concern England, and using a representative sample of 1864 UK adults, 
Ray et al. (2006) found a similar pattern, with people over 70 being regarded 
as friendlier, but less competent, than people under 30. 
The pernicious effects of stereotyping in relation to older people are 
illustrated in a study by Hummert, Garstka and Shaner (1997) who found that 
photographs of people who looked older, were associated with fewer positive 
characteristics than were photographs of younger looking people, although 
this occurred less for photographs of people who were apparently 'young-old' 
(55-64) than it did for those who appeared 'old-old' (75 and upwards). 
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2.8.2 Stereotypes of older workers 
Although older workers are not covered in the work of Fiske and her 
colleagues, stereotypes of older workers have been revealed in other 
research. Several surveys have been done over the years about employers' 
perceptions of older workers and their strengths and weaknesses. Taylor 
and Walker (1995) reported a survey on this topic, of 304 employment 
decision makers. Lyon and Pollard (1997) reported a comparison between 
surveys of 1140 members of the Institute of Personnel Management (IPM), 
and of 221 MBA students, looking at the extent to which the (then) new 
generation of potential managers shared the perceptions of older workers 
held by those already in positions of employment gatekeeping. In 2001 the 
Department of Work and Pensions (DWP) conducted a survey of 800 UK 
businesses on the topic; and in 2005 a survey of 2,682 business decision 
makers was conducted by the Chartered Institute of Personnel and 
Development (CIPD) in conjunction with the Chartered Institute of Marketing 
(CIM). Comparisons are to some extent hampered by differences in wording 
of the questions, and in the way in which the results are reported, but some 
patterns emerge as summarised in Table 2.1 below. (More details of the 
results are given in Table 2.2. ) 
TABLE 2.1 
Summary of Stereotypes of Older Workers 
from Various Surveys 
Advantages of older workers Drawbacks of older workers 
Good at customer service Not creative 
Good interpersonal skills/life skills Not adaptable, can't grasp new ideas 
Confident Not flexible 
Experienced Uninterested in technological change 
Managerial skills Unambitious, not career driven 
Good judgement Lack academic qualifications 
"Mileage" left in them Lack IT skills/ technological 'savvy' 
Work hard Lack energy 
Loyal, committed, conscientious Lack physical strength 
Stable in job (not job hoppers) Not good in teams, may dislike taking 
Productive orders from younger people 
Won't relocate for job 
Resist training, hard to train, learn 
less quickly 
Sources: see Table 2.2 for references 
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There are two particular areas where survey findings are inconsistent and 
may indicate changes over time. First, 'trainability': in the most recent 
survey - the CIPD/CIM 2005 one - more people disagreed that older workers 
were 'hard to train', than agreed with it. Yet the DWP survey in 2000 found 
the opposite: only 6% agreed that older workers were 'trainable', and this 
finding accords with those of Lyon and Pollard (1997). Taylor and Walker's 
(1994) findings seem to say that older workers might want to be trained, but 
in practice are harder to train. Whether these differences arise from change 
over time (in particular, in the case of the 2005 survey, being influenced by 
the knowledge that in 2006 age discrimination legislation would be passed), 
or from methodological differences, is hard to judge. The second area 
where responses seem to be inconsistent, is that of productivity. The 
surveys of managers in the 1990s (Taylor & Walker 1994, Lyon & Pollard 
1997) seem to indicate that older workers work hard, can be productive and 
(hence) "have a lot of mileage in them". However, Lyon and Pollard's (1997) 
sample of MBA students were less inclined to believe this, and their views 
may have been a portent of what appears to be the view of managers in 
2000-2005 (CIPD/CIM 2005; DWP 2000), that older workers are not 
productive, lack energy and may be inclined to sickness. (Table follows on 
next pages) 
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TABLE 2.2 
Surveys about Characteristics of Older Workers 
Lyon & Pollard 
Taylor/Walker Lyon & Pollard 19972 19973 DWP 2000 CIPD/CI 
1994 IPM survey 1993 Survey of MBA Survey of UK M 2005 
N=304 N= 1140 students businesses N=800 N=2682 
N=221 
% Net % % 'more Net %> Net % Net %> Applies Net %> Net % 
agree agree 4 than younger agree5 younger to older younger agrees 
younger workers 
Adaptability 
Can't grasp new 47* 45 51 
ideas 
Flexibility 34 14 
Cannot adapt/ do 40 -1 66 65 77 
not accept/ new 
tech 
Inflexible/ don't 27 -30 63 61 63 
adapt to change 
Interested in tech 31 -9 
change 
Career! Ambition 
Ambition -41 6 -65 -41 Career expectations -53 -53 
Less likely to be 44 4 
promoted in this co. 
Expertise 
[Good at] customer 55 51 65 27 40 26 65 
service/ 
interpersonal skills 
Managerial skills 41 30 
Have useful 85 84 75 
experience 
Academic 10 -33 
qualifications 
Have IT skills 3 -63 
Technical savvy -38 
Learning and 
training 
Don't want to [be] 25 -37 25 12 53 36 train[ed] 
Trainable 6 -36* 
Learn less quickly 48 47 48 40 
Hard to train/learn 43 1 15 
Productivity 
Have energy -34 
Healthy 13 -30* 
[Inclined to] 0 
sickness 
Table continues on next page 
2 Questioning asked for comparisons with non-management workers under 40. 
Questioning asked for comparisons with non-management workers under 40. 4 The 'net % agree' is the % agreeing that the statement applied to older workers, less the % 
disagreeing, hence a minus number means that more disagreed than agreed with the item. 5 Questioning involved agreement/disagreement that these abilities INCREASED with age. 
The % agreeing was not reported. 6 Questioning involved agreement/disagreement that these abilities INCREASED with age. 
The % agreeing was not reported. 
Chapter 2 34 
TABLE 2.2 
continued 
(see explanatory 
footnotes on 
previous page) 
Taylor/Walker 
1994 
N=304 
Lyon & Pollard 19977 
IPM survey 1993 
N= 1140 
Lyon & Pollard 
19973 
Survey of MBA 
students 
N=2211 
DWP 2000 
Survey of UK 
businesses N=800 
CIPD/CI 
M 2005 
N=2682--- 
% 
agree 
Net % 
agree 
%'more 
than 
younger 
Net %> 
younger 
Net % 
agree 5 
Net % 
> 
'n er 
Applies to 
older 
workers 
Net %> 
younger 
Net % 
agrees 
Can't do heavy 
work/ less physical 
abili 
48 19 -62 
Effective in jobs 20 18 23 -2 Have lot of mileage 81 75 
Marking time till 
retirement 
24 -35 
Productive/ work 
hard 
63 50 28 25 17 -8 23 -9* 23 
Take things easy 9 -16 37 16 Personal qualities 
Confident 38 25 50 38 
Creative 7 -34 
Not creative 22 -36 Have life 
skills/mature 
72 71 
Too cautious 36 -6 
Reliability 
Conscientious/ 
responsible 
43 42 33 22 58 56 
Fewer accidents 33 20 
Loyal/committed 70 69 61 55 73 
Punctual 52 
Reliable/more than 
young 
74 66 59 48 44 39 78 
Think before act 60 59 55 43 
Stable/settled in job 69 66 
Teamwork 
[Not] receptive to 
direction 
- - 50 33 
Dislike taking orders 
from younger 
workers 
38 -5 
Work well in teams 19 7 16 -22 
Willing to relocate 9 -55 
* indicates 50% or more said 'no difference', 'both equally' or other midpoint answer. 
How might such stereotypes affect older workers? The work of A. van 
Knippenberg and Dijksterhuis indicates that information about people which 
is consistent with the stereotypes relevant to their group, is better recalled 
than information which is inconsistent with such stereotypes, especially under 
conditions of "high processing demands" (e. g. Dijksterhuis & van 
Knippenberg, 1995; van Knippenberg & Dijksterhuis, 1996). Thus, 
established stereotypes of older workers are likely to affect what information 
Questioning asked for comparisons with non-management workers under 40. 
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is recalled about them, whether as individuals or as a group, and thus to 
hinder efforts whether by an individual or a group to dispel such stereotypes. 
At what point in the careers of older workers might such stereotypes be most 
damaging? A relevant paper by Kite and Johnson (1988) is worth 
mentioning, although it related to elderly people, rather than older workers. 
Kite and Johnson found, in a meta-analysis of studies about attitudes 
towards the elderly, that when more specific (personalised, or individuating) 
information was given about an older person, rather than a general label, 
there were smaller differences between attitudes towards older and younger 
people. This suggests that individual older workers (in the 'real world') may 
perhaps meet with less prejudice, due to stereotyping, than 'older workers' as 
a category in a research study. In practice this might mean that the effects of 
ageist prejudice might be seen more clearly in terms of early stages of the 
recruitment process (where the specific or personal information about an 
individual is limited to what is shown on a curriculum vitae) than in the 
treatment of older workers already employed in an organisation (who are 
known to the organisation, together with their individual strengths or 
weaknesses). If this were the case, it would not diminish the need to deter 
organisations from any kind of age discrimination; it would merely indicate 
where - at what stage of employment - such discrimination was most likely to 
be found. 
2.9 STEREOTYPES VERSUS `REALITY': THE CAPABILITIES OF OLDER 
WORKERS 
The relative consistency of the findings of the various surveys cited above, 
makes it reasonable to consider these views as indicating the nature of the 
stereotypes of the older worker. However, it is not quite fair to call them 
stereotypes, without considering whether there is any kind of evidence that 
these may be accurate. In any case, as Brown (1995) has argued, 
prejudices may be based on stereotypes or generalizations, but the latter are 
not necessarily inaccurate (Ryan, 2002). There is a body of research which 
Chapter 2 36 
has investigated the capabilities of older workers, and we will turn next to this 
topic. 
Here it seems relevant to ask the following questions: 
" Are older people of working age actually subject to any work- 
relevant declines in cognitive function? 
" Are older workers, in practice, less capable, in terms of job 
performance, than younger ones? If they are, in which ways? 
" Are older workers somehow resistant to being trained, or less 
capable of benefiting from training? 
" Is there evidence that any factor somehow interferes with, or 
hinders, learning by older workers? 
" In any case, to what extent are older workers offered suitable and 
relevant job-related training? 
The above questions could themselves form the basis of several PhD theses, 
but an attempt will be made to summarise the evidence currently available. 
The answers appear complex. 
2.9.1 Cognitive declines and job performance 
There is indeed evidence of cognitive declines of various types. Salthouse 
(1991, cited in Park, 1994) summarised the evidence then available for 
cognitive declines in function among older people. There was evidence of 
declines on measures of various skills such as reaction time, memory, speed 
of task processing, reasoning, and on various dimensions of the Wechsler 
Adult Intelligence Scale (Wechsler 1955). However, more recently, research 
using PET (positron emission tomography) and fMRI (functional magnetic 
resonance imaging) has provided some insight into the older brain and how it 
may cope with demanding tasks. McIntosh and colleagues (Bennett, 
Sekuler, McIntosh & Della Maggiore, 2001; Della Maggiore et aL, 2000; 
McIntosh et al. 1999) found that when the brain activity of older and younger 
adults was monitored using PET, while they were engaged in certain 
cognitive tasks, the neural systems used by the older and younger 
participants differed, even though their measured performance on these 
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cognitive tasks was equal. The interpretation made by McIntosh and 
colleagues was that as we age, we draw on other areas of the brain 
somehow to compensate for declines in performance of, or connections 
between, other brain regions more usually used by younger people. That 
there are age-related changes in brain function is also shown by a 2006 
study by McIntosh's group (Grady, Springer, Hongwanishkul, McIntosh & 
Winocur, 2006) which concluded that there is evidence for a gradual increase 
in vulnerability among older people to distraction from irrelevant information. 
The overall point here is that it appears clear that there are some age-based 
changes in the way the brain works, and it is not unlikely that these may have 
some relevance to some kinds of work. 
However, regardless of such possible changes, or even declines, other 
research on adults' actual job performance has shown that in practice, 
declines in performance are not usually observed, which is consonant with 
the findings of Mcintosh's research group. For example, Waldman and 
Avolio (1986), in a meta-analysis, found that in fact job performance, as 
measured by various productivity indices, tended to improve with age. A 
further meta-analysis by McEvoy and Cascio (1989), covering studies of 
38,983 workers, found that there was no overall relationship between age 
and job performance, apart from within the 17-22 age range when the lack of 
maturity of 17 and 18 year olds contributed, apparently, to their performing 
less well than those aged 21-22. Avolio, Waldman and McDaniel (1990) 
found that experience in the job provided a better predictor of job 
performance than age; but their dependent variable was supervisor ratings 
of employees' competence, a measure which is open to bias from 
supervisors' conscious or unconscious feelings about older employees. 
Giniger, Dispenzieri and Eisenberg (1983), using objective measures of 
productivity (that is, which did not depend on supervisor judgements), found 
that older garment workers surpassed younger ones both on tasks requiring 
speed, and on tasks requiring skill, though partial correlations revealed that it 
was experience in the job, rather than age itself, which underlay the better 
performance. Giniger et al. (1983) also found that absenteeism, number of 
workplace accidents, and staff turnover was negatively correlated with worker 
age. Yearta and Warr (1995) in a longitudinal analysis of a company's 
records of the sales performance of employees of a range of ages, found that 
"there was no difference between the overall sales performance of older and 
younger employees" (p. 33) and further, "that there was virtually no difference 
between the way older and younger employees performed their jobs" (p. 33). 
Warr and Fay (2001) found no relationship between age and level of job- 
related initiative among male employees in Germany. 
2.9.2 Why are declines in job performance not observed? 
Various possible explanations have been put forward for the apparent 
contradiction between declines in cognitive performance, and lack of effect 
on overall job performance, of older employees. It appears that older people 
can (whether consciously or unconsciously) develop strategies which 
maintain their level of performance of the specific tasks, and that in practice, 
there is no consistent evidence that older people are any less capable, than 
younger people, of the types of tasks normally involved in employment. For 
example, it is possible that certain factors somehow compensate for declines 
in cognitive function, such as experience (Schmidt, Hunter and Outerbridge 
1986), mental ability (Hunter & Hunter, 1984; Schmidt, Hunter, Outerbridge 
& Goff, 1988), or job context (that is, that not all jobs actually place demands 
on employees such as would test the types of cognitive function on which 
age-related declines have been observed (Cleveland & Shore, 1992)). Park 
(1994) also referred to the concept of "reserve capacity.... latent cognitive 
potential that the individual may draw on to improve cognitive functioning" 
(p. 198). Indeed the work of McIntosh's research group, discussed above, 
seems to corroborate this idea in that older people appeared to use different 
areas of the brain (which might perhaps be considered to provide that 
"reserve capacity" hypothesized by Park, 1994) to perform the test tasks, and 
their performance on the tasks did not differ from that of younger people, 
However, reading of this literature gives one the impression that in many 
cases the interpretation of the research is itself coloured by ageism and 
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ageist stereotypes. In particular, Park herself (1994) put forward the 
'Maintenance Hypothesis' which stated that older adults tended to occupy 
jobs which did not stretch their cognitive resources overmuch, but enabled 
them to draw on skills which were well developed, on tasks and in situations 
which were familiar: this amounts to saying that older workers performed well 
on jobs because the jobs are easy and/or because the older workers have 
had plenty of experience at them. Rhodes (1983) has also suggested that 
most jobs occupied by older adults are in practice so undemanding that any 
cognitive decline would make no difference. This type of claim is extremely 
sweeping, and begs the question of whether the jobs supposedly occupied 
by these older persons are undemanding because the employees are in 
reality less capable of performing more demanding jobs, or whether, because 
of the stereotyped ways in which older workers are perceived, these 
employees have become stuck in them, that is, have not been given the 
opportunity to move to more demanding jobs, and/or have been denied 
relevant training. Such treatment would also be demotivating. Further, there 
could be a 'reverse' or self-fulfilling influence in that if a job category is often 
occupied by older workers, it is likely to be judged as less demanding. (This 
phenomenon could be akin to the sex-role stereotypes observed with jobs 
occupied primarily by females, which in some research studies have tended 
to be judged as lower status (e. g. Athey & Hautaluoma, 1994; Cohen & 
Bunker, 1975). ) There are other possible explanations too: Park herself 
(1994) almost contradicted her own "maintenance hypothesis" in discussing 
some evidence (Simonton, 1988) "for declining productivity in all areas of 
creative endeavour with age, including science" (Park, 1994, p. 190), in that 
she suggested that "as scientists become more successful and more 
prominent, an increasing amount of their time is occupied by assuming 
leadership roles in the scientific community, and less time is available for 
laboratory research" (Park, 1994, p. 190). That is, these older scientists 
produced less research output, because, due to other responsibilities, they 
spent less time actually doing research. One might think that it would be 
relatively uncomplicated to design research which introduced appropriate 
controls, for example on relative proportions of time spent on potentially 
Chapter 2 40 
productive work, or for performance on intelligence tests, when trying to 
evaluate extent of productive output. However, it appears that some 
researchers in the past have been very eager to attribute apparent declines 
in performance, or output, or whatever dependent measure they are using, to 
age per se, rather than to some other aspect of the job context, the task, or 
the individual. This is supported by another finding of Waldman and Avolio's 
(1986) meta-analysis, that in spite of job performance improving with age, 
supervisors' ratings of employees' job performance tended to be lower for 
older employees (supporting the notion that the social construction of 
advancing age, and its association with deteriorating abilities, colours the 
perceptions of employment decision-makers about older employees). 
Beliefs in age-related declines in work performance can lead directly to 
discrimination against older workers, for example in terms of access to 
training: this is indicated in a study by Wrenn and Maurer (2004), who found 
that in a sample of undergraduate students, beliefs about the age-related 
decline of learning-relevant abilities significantly predicted their beliefs as to 
whether older workers could, or wanted to, develop their skills. Although 
one must question the relevance of asking undergraduate students, with little 
experience of the workplace, about beliefs about the abilities of older 
workers, when they may not be acquainted with any, this finding does echo 
an earlier finding of Rosen and Jerdee (1976) that older workers were 
perceived by their participants (a mixture of real estate agents and 
undergraduate students) as less interested in learning about new 
developments in technical matters, than similar younger workers; and further, 
that older workers were therefore less suitable candidates for retraining, and 
more likely to be selected for termination of employment. Unfortunately 
Rosen and Jerdee (1976) did not report the results separately for the real 
estate agents (who presumably did have reasonable experience of the 
workplace), although they found little effect of participant age on the results. 
It therefore appears highly probable that older workers are, in the main, at 
least as effective in the workplace as younger ones. Another stereotype, as 
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discussed earlier, is that older people are less capable of learning new skills. 
We will therefore turn now to the evidence about whether older people, 
whether working or not, can learn new skills. 'Plasticity' refers to "within- 
person variability... the potential that individuals have for different forms of 
behaviour or development" (Baltes, 1987, p. 617). Baltes drew on a range of 
life-span research to review the evidence as to whether older individuals are 
able, given training and practice, to improve their competence at various 
tasks, such as psychometric intelligence tests. Several research studies 
(reviewed by Baltes, 1987) showed that older adults (age range 60-80) could, 
after brief training and/or practice, perform at levels comparable to younger 
adults; this evidence as to 'plasticity', i. e. the capacity to learn and improve, 
throughout the lifespan, belies the assumptions that appear common with 
regard to older workers, that they are unable to learn and improve their skills. 
The question of whether they are motivated to do so, is a different one. 
Workers may choose voluntarily to improve their skills for the workplace, but 
Warr and Birdi (1998), in a sample of manufacturing workers, found that 
participation in a variety of voluntary skills development activities all showed 
significant age-related declines from under 30 to over 50 years of age. 
Regression analyses showed that these declines were related to the lower 
pre-existing educational qualifications of the older workers compared to the 
younger ones, and to lower learning motivation, which in turn was linked to 
lower levels of confidence in their ability to learn, and perception of having 
greater time constraints. Warr and Fay (2001) found that older German 
employees were less likely to take part in educational activities than younger 
ones, and speculated that this pattern might arise from the older workers 
seeing less benefit (such as improved career opportunities) in such activities, 
relative to their cost; and/or being more anxious about possible learning 
difficulties, perhaps due to having had less previous experience of formal 
learning (as found by Warr & Birdi, 1998). (One might also speculate as to 
other explanations not considered by these authors, such as the older 
workers' having other demands on their spare time, such as potential family 
or other caring responsibilities, discussed earlier. ) In the 2002 National Adult 
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Learning Survey conducted for the UK's Department for Education and Skills, 
Fitzgerald, Taylor and LaValle (2002) reported that while 85% of adults aged 
20-29 participated in learning activities, 74% of those aged 50-59, and 51% 
of those aged 60-69, did so. However, participation of adults aged 50-59 had 
increased from the 67% found in a previous survey, in 1997. Those not 
participating in learning activities tended to cite lack of interest, lack of need, 
and lack of time as reasons for not participating, though 21 % of non-learners 
(of any age: age breakdown not published) said they felt they were "too old to 
learn". In a study conducted in the relatively early days of office 
computerisation, Staufer (1992) found evidence among German office 
employees aged 45-60 that willingness to learn more about technological 
change and computers in the office was related to their overall attitude 
towards computers: whether they saw them as an interesting challenge (and 
therefore wanted to learn more), felt threatened by them (resisted learning 
more, using various avoidance behaviours), or saw them as irrelevant (were 
indifferent, but did not try to avoid the training). 
As we might expect, there is also evidence that the motivation of an 
individual to learn new skills may depend not only on their belief in their 
capability to acquire them, but on their perception of the rewards likely to 
follow from acquiring them. This has been formalised as "Expectancy 
Theory" (see Fossum, Arvey, Paradise & Robbins, 1986 for a discussion). In 
other words, if the likely rewards justify the effort put in, a person will be more 
motivated to learn. The latter may strike many as a statement of the obvious, 
but nonetheless, in the context of evaluating the evidence that older workers 
are incapable or less capable of learning, the issue of motivation bears 
consideration. 
Employees also acquire new skills through expanded experience, such as 
being presented with new tasks and duties which pose a challenge (see 
discussion by Fossum et a!., 1986, p. 370), though the assumption that older 
workers are heading for retirement may deter employers from offering them 
such opportunities, especially if there are younger workers who may appear 
Chapter 2 43 
equally qualified. This in turn is likely to lead to older workers' losing the 
motivation to update their own skills or even to continue in the job. Fossum 
et al. (1986, p. 371) concluded that "skills obsolescence is probably a function 
of motivational and external factors" though also subject to modification 
arising from individual differences such as in aptitudes, personal situations 
and organisational position. 
Looking at learning in later life, Mary Brown (2005) found that people beyond 
the usual age of retirement welcomed opportunities to learn new things, for 
example through the University of the Third Age, as it functioned as a way of 
resisting what Brown called "oldering", which she defined as "a type of 
labelling... a process whereby some old people make themselves subjects, 
accepting inferior status and ageist discrimination" (Brown, 2005, p. 8). 
However, there is evidence (e. g. Zandri & Charness, 1989; Gist, Rosen & 
Schwoerer, 1988) that older people may indeed take longer to learn new 
skills such as computer skills. The reason for this, however, is not clear and 
it is worthwhile to consider the evidence that 'Stereotype threat' (see section 
2.9.3 below) may be an influence on the learning process in older people. 
Further, there is some evidence that the training methods which best suit 
older people may not be the same as those best suited to younger learners 
(Plett & Lester 1991; Yeatts, Folts & Knapp, 2000). 
Rather than assuming, therefore, that older people are incapable of learning 
new work-related skills, one should consider whether other factors are 
operating, in terms of their motivation and opportunity, and in terms of the 
best methods of imparting new skills. Given the widespread stereotypes, 
discussed above, that older workers are less trainable and less open to 
change than younger ones, it is perhaps unsurprising that employers may be 
less willing to offer training to older staff. In Britain, 2005-6 statistics from the 
Department for Education and Skills (see Self & Zealey, 2007) reveal that in 
2005 workers aged between 50 and retirement age (65 for men, 60 for 
women) were only about two thirds as likely to receive job related training as 
were those aged 25-34. Eight percent of men aged 50-64 had received job- 
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related training in the 2006 survey, and 13% of women aged 50-59. (It is 
interesting that consistently more women receive job-related training than do 
men even though the range of ages covered for women is narrower than that 
for men. ) Dedrick and Dobbins (1991) in an experimental study found that 
training was less likely to be recommended for poorer performing employees 
if they were older (60) than younger (30), but rather, that simplification of the 
job was more likely to be recommended for older employees. McDowall 
(2007) found in a 'vignette' study about allocation of training budgets to 
various types of employee, that a sample of UK managers were much less 
likely to allocate training budget to older employees, particularly female ones, 
and justified their allocations in terms of Return on Investment (ROI). In 
relation to this justification, we may refer to "Human Capital Theory", 
originated by Adam Smith (1776), and further developed by Becker (1964) 
which from the employer's point of view, predicts that training investment is 
made according to the "net expected benefit accruing to the organization 
from the additional human capital as opposed to its acquisition costs" 
(Fossum et al. 1986, p. 367). Thus organisations will spend money on training 
employees to the extent that they believe they will reap proportional rewards 
in terms of the employee's future contribution to the organisation. Because 
the 'payoff period' for older employees is expected to be shorter, for example 
because they are expected to retire, this theory would explain why training 
may be withheld from older employees, regardless of any individual's 
retirement wishes or intentions. 
Yeatts, Folts and Knapp (2000) have discussed the need for older workers 
and organisations to 'meet halfway' in terms of the fit between the worker and 
the organisation. While older employees (who wish to continue working) must 
adapt by acquiring the necessary knowledge, skill and ability requirements of 
a changed workplace, employers need also to recognised that if they wish to 
retain older workers they need to satisfy the needs, values and interests of 
older workers and if necessary redesign the workplace so that older workers 
have both the desire and ability to adapt. 
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In sum, it seems reasonable to conclude that most work-related abilities and 
aptitudes do not decline to any noteworthy extent during the working lives of 
most individuals and that, given appropriate motivation, encouragement and 
teaching methods, an older worker may be just as able to learn new skills 
and adapt to new conditions as any other worker. 
2.9.3 Stereotype threat and the older worker 
One other factor which has often not been considered in the evaluation of 
older workers' performance, concerns self-perception, or what tends to be 
known as 'stereotype threat'. This term was coined in 1997 by Claude 
Steele, though the phenomenon was discussed as early as 1954 by Allport: 
"One's reputation, whether false or true, cannot be hammered, hammered, 
hammered, into one's head without doing something to one's character" 
(Allport, 1954: 1958 edition, pp. 138-9). In the UK, Ray, Sharp and Abrams 
(2006) found that 'self-stereotyping' tended to increase with age, in that while 
26% of UK adults aged 45-54 agreed that "as people get older they become 
less competent, " the proportion agreeing rose with age up to 43% of those 
aged 75+. 
Steele (1997) found that the threat that others would judge performance 
according to established negative stereotypes, could function to depress the 
test performance of women and African Americans, even if they were high 
academic performers relative to their peer groups. Memory is a cognitive 
field in which older adults tend to believe they perform less well (e. g. Berry, 
West & Dennehy, 1989) and indeed there is considerable evidence of the 
threat effect of this stereotype on the performance of older people in various 
memory tests (e. g. Hess & Hinson, 2006; O'Brien & Hummed, 2006; Stein, 
Blanchard-Fields & Hertzog, 2002). (Interestingly, Hess and Hinson found 
that while negative age related stereotype primes depressed performance of 
those over 50, those in their 40s manifested `stereotype lift', that is, an 
improvement in performance given a negative age-related stereotype prime. ) 
Chasteen and colleagues (Chasteen, Bhattacharyya, Horhota, Tam & 
Hasher, 2005) found that while memory performance was better among 
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younger (aged 17-25) than among older (aged 65-88) participants, the age 
differences in memory performance were clearly mediated by feelings of 
stereotype threat, in that the greater the perceived stereotype threat, the 
worse the memory performance. Correspondingly, Levy (1996) found that 
activating positive stereotypes of ageing led to improvements in memory 
performance among people aged 60+. Abrams, Eller and Bryant (2006) 
found that the performance by older people of cognitive tasks under a 
condition of high stereotype threat, suffered more when they had had positive 
contact with younger people, than if such contact had been negative in its 
implications for the older people. This may have implications in terms of 
mixing age groups within work-related training schemes. 
Looking at other fields of competence, Bosscher, Deeg, Smit and Bezemer 
(n. d. ) are a group of academics in the Netherlands responsible for an 
ongoing longitudinal programme - the Longitudinal Aging Study Amsterdam 
- which tracks the expectations held by older people of their own 
competence in various domains. They have found a relationship between 
the expectations held by older people in general about their own 
performance, and their actual performance on various physical tasks, and 
that this is related to both physical and general self-efficacy (e. g. Parkatti, 
Deeg, Bosscher & Launer, 1998). 
Thus it is possible, indeed likely, that the job-related performance of older 
workers may be adversely affected by the threat deriving from the prevailing 
social stereotypes about them. This should make us wary of assuming that 
any measurement of older workers' skills, in test situations, necessarily 
reflects their real capabilities under normal working conditions. 
2.9.4 Summary so far 
In this chapter so far it has been argued that: 
1. There has been a long-term decline in the 'economic activity' of older 
men, in Britain, the trend for women being obscured by an overall 
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increase in the participation of women of all age groups in the 
workforce. 
2. While to some extent this may result from voluntary withdrawal from 
the workforce, it appears that older workers have been subject to 
discriminatory treatment in terms of, for example: being targeted for 
exit when an organisation needs to downsize; being less likely to be 
hired; being denied training which could enable them to maintain their 
skills and adapt to changing workplace conditions; being assumed to 
be more interested in retirement than promotion; being perceived in 
terms of pervasive and powerful age-based stereotypes. 
3. There is in fact no sound evidence, from the psychology or 
management literature, that older people, or older workers, perform 
their jobs less competently than younger ones, or are less able to 
learn new skills, provided they are given the opportunity, and 
motivation to do so, and provided that the training does not use 
methods found to be less suited to the learning processes of older 
people. 
4. In spite of all the above, perceptions of older people and older workers 
appear to be governed, or at least dominated, by ageist stereotypes 
which consistently portray them as "doddering but dear" - incompetent 
though friendly, reliable but plodding, experienced but lacking 
ambition, hardworking and conscientious but unwilling to learn new 
skills. 
In the next section we will examine what may explain workplace ageism. 
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2.10 CAUSES OF AGEISM IN THE WORKPLACE 
Now we turn to the main issue underlying this thesis: what causes ageism in 
the workplace? In particular, what explains why decision-makers in 
employing organisations appear to prefer younger to older workers? 
2.10.1 Features of ageism 
Ageism is a type of prejudice which could be considered to differ from some 
other types. 
" Age categorization does not occur 'for life': everyone ages. In contrast, 
most people do not change their gender, religion or ethnic group. 
Theories which aim to explain social categorization may not apply, 
unmodified, to age. 
" Age is completely uncontrollable, though the appearance of age may not 
always be so. People are sometimes reluctant to admit their age and 
may go so far as to lie about it. Depending on the context, they may 
expect little censure for doing so. Vast sums are spent by both men and 
women on various treatments or cosmetics which may delay the 
appearance of physical ageing. 
" Age bands which are viewed as 'older' or 'younger' depend on the 
context. For example, in Britain, though people are permitted to marry at 
age 16, many would regard a person doing so as too young: but in other 
countries, it is quite normal to marry as young as age 14 or even below 
that (www. right-to-education. org). While a 70 year old is usually 
considered to be too old to work, they may also be considered too young 
to move into an old people's home. 
" Yet ageism is a prejudice which few are ashamed of admitting. 
Disparagement of older people, or of the ageing process, occurs 
frequently and usually without censure in contexts such as humour, 
advertising and greetings cards (e. g. Butler, 2002; Nelson, 2002). In 
employment, age discrimination laws have only been in existence in 
Britain since October 2006, yet race and sex discrimination were 
outlawed decades earlier. 
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Even within the field of employment, ageism is a form of prejudice which 
differs from other types of prejudice, not only for the reasons outlined above 
in relation to ageism generally, but also because the age range considered 
desirable, or 'normal', for a type of occupation, may differ between 
occupations. Presidents and prime ministers have been known to continue 
into their eighties, judges into their seventies, but a footballer may face 
questions about his age when he is only 30. In some occupations, there are 
also normative ages by which people are generally expected to have passed 
a particular milestone: in accountancy for example, a person in a large firm 
who has not 'made partner' by a certain age is likely to be thought of as a 
failure in relation to that firm. So the question may be asked: who is 
considered to be old (in a particular context or organisation), and why is that 
a problem? 
It therefore seems unlikely that one theory will explain all aspects of ageism, 
or ageism in the workplace. In this section we will therefore discuss the 
various theories which might be considered to provide some explanation. 
2.10.2 Questions to be addressed 
First, it seems worthwhile to formulate the questions to be examined, in trying 
to identify the theory or theories which may help to explain ageism in the 
workplace. 
" At what stage(s) of the employment process does ageism come into play? 
" What factors influence employment decision makers at these various 
stages? What outcomes are they trying to ensure, and what threats might 
they be trying to avoid? 
" What information might they be drawing upon, or seeking, to guide their 
decisions? 
" How do the above questions relate to the employment of older people? 
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2.10.3 Stages of the employment process 
Controlling the composition of a workforce begins with recruitment. Good 
practice in recruitment might consist of the following: 
" Deciding what the job is, which is to be filled 
" Drawing up a job description, and/or a 'person specification' 
" Advertising the post, and/or approaching recruitment consultants to 
perform a search 
" Shortlisting appropriate candidates 
" Interviewing, possibly supplemented by aptitude tests of various 
types 
" Final decision 
" Making a job offer, including negotiation of salary and benefits 
" Taking on the person, and introducing/ inducting them into the 
organisation. 
Figure 2.1 below shows the stages of this process, and is drawn from the 
guidance given by the UK's Chartered Institute of Personnel and 
Development (CIPD). 
FIGURE 2.1 
Stages of the Recruitment Process 
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Source: Chartered Institute of Personnel and Development (CIPD), 2007 
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Recruitment is not the only stage of employment at which ageist practices 
may occur. The CIPD has also provided guidance to UK employers about 
how to comply with the provisions of the Employment Equality (Age) 
Regulations, 2006 (http: //www. opsi. gov. uk/si/si2006/20061031. htm), which 
outlaw age discrimination in any aspect of employment, at any age (whereas 
the US laws protect only people over 40). Analysing the guidance provided 
by the CIPD gives an indication of where in the employment process age 
discrimination might be found, but should be avoided to comply with this 
legislation. Table 2.3 below summarises this information. 
TABLE 2.3 
Summary of Age Discrimination Legislation 
Stage of Employment Complying with age regulations 
Scope of legislation Employment and vocational training: recruitment, 
promotion, development, termination, perks and 
pay 
Recruitment No age or age-related criteria permitted 
Decisions to be based on objective criteria not 
unfounded assumptions based on age or age 
appearance 
Health Age should not be basis for any assumptions 
about health or fitness; medical opinion to be 
sought if health information required 
Remuneration Pay and terms must not be based on age, but on 
individual performance 
Training No age groups to be excluded from training 
opportunities, e. g. those near retirement 
Promotion Same rigour to be applied to promotion policies as 
to recruitment 
Retention Flexible working and work-life balance policies to 
be available to all age groups (not just older 
workers 
Retirement Compulsory retirement under age 65 is illegal; 
employees have 'right to request' working beyond 
65 
Source: derived from CtPD Factsheet, Oct. 2007. 
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2.10.4 Factors influencing employment decision makers at the various 
stages 
Table 2.4 below is hypothetical, based on experience of the workplace, and 
tries to set out the issues which managers in an organisation might take into 
account, when making a decision about whether to hire, promote or train an 
employee, or whether to allow him/her to stay on past retirement if wished, 
to work flexibly, or to avoid being a victim of downsizing. It seems likely that 
these decision makers would take into account, to differing extents at these 
different points, aspects of the candidate or employee which related to their 
fit to the organisation and the job; what they could bring to the job in terms of 
skills, qualifications and experience; their personal qualities (such as energy, 
enthusiasm, persistence, punctuality); the extent to which they would fit in 
socially with the team; what they would cost in terms of salary and benefits; 
the return on investment (both of time and money spent on training) that they 
were likely to provide; and their health, current and future, in terms of their 
stamina and ability to meet the demands of the job, which might also relate to 
overall cost and return on investment. These might therefore be the issues, 
in relation to which the age of a candidate or employee might be thought 
relevant. Decision making is supposed to take place within the legal 
framework provided by the legislation about equal opportunity which prevails 
at the time and in the country concerned, although evidence about the 
workforce participation of various disadvantaged groups (as discussed 
regarding age earlier in this chapter) makes it at best doubtful that this 
always occurs (e. g. see TUC Equality Audit, 2005). 
In terms therefore of the age of a candidate or employee, the figure below 
indicates at what stages of employment, any age-related doubts about the 
candidate or employee might surface, and to what aspects of the 
organisational functioning, any risk might be perceived. 
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TABLE 2.4 
Possible Considerations in Evaluating a Candidate or Employee 
Issues which might 
be considered re. 'Stages' of employment 
candidate/ 
employee 
Recruit- Training Promo- Retention Down- Retire- 
ment tion * sizing ment 
Fit to needs of job 
Fit to needs of org. "1 
(inc. 'image' of 
org. ) 
Social fit in team ,I "1 
Skills, qualifications 'I "1 
and experience 
Personal qualities 
Likely ROI**/ ,I ,1 "1 
longevity in job 
Cost ,/ V ,f V 4 
Health/ stamina 
* In the case of 'downsizing' and 'retirement', the issue would probably be whether the 
employee could avoid being a victim of downsizing, or could avoid compulsory 
retirement if not desired. In the case of retention, the issue might be the 
accommodations an organisation was prepared to make, to retain an employee, such 
as flexible or part-time working. ** ROI = return on investment 
2.10.5 Sources of information drawn upon by decision makers 
We may distinguish between two types of information: specific information 
about an individual candidate or employee, and general information about a 
category to which the individual may belong or be assigned. The latter might 
be an occupational category such as 'engineer' or `secretary', but might 
equally be a socially constructed category such as an older person or a 
'young go-getter', a disabled person or a member of an ethnic minority. 
When a decision maker is personally acquainted with the individual being 
considered, the specific information gained through personal experience is 
likely to overshadow - although it may not necessarily cancel out - the 
category-based information on which they may otherwise need to rely (e. g. 
Kite & Johnson, 1988). However, when all that is available are the bare facts 
such as might be presented on a CV or an application form, it seems likely 
that decision makers may, knowingly or otherwise, resort to judgments based 
on category stereotypes which, as we have seen earlier in relation to older 
workers, can be very pervasive and enduring. Such stereotypes may cause 
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them to 'weed out' candidates who appear to them to be less likely to meet 
the needs of the organisation or the job. It is unlikely that all decision 
makers would base their decisions on stereotypes: they might be very 
cognizant of the need to comply with equal opportunities legislation; they 
may make particular efforts to avoid stereotyping, and encourage a diverse 
workforce; they may have had particularly good experiences of older 
employees or candidates, or be personally very committed to promoting 
diversity. D. Van Knippenberg and colleagues have shown, in recent 
research, how a belief in the value of diversity facilitates the relationship 
between workgroup diversity and group members' performance (Homan, van 
Knippenberg, Van Kleef & De Dreu, 2007; van Knippenberg, Haslam & 
Platow, 2007). However, in the absence of training in 'age diversity' issues, it 
is possible, or even likely, that age stereotypes will come readily to mind 
when managers are shortlisting candidates for interview, or selecting 
candidates for downsizing or early retirement. 
The foregoing discussion has suggested that the following may therefore be 
relevant, in terms of explaining workplace ageism, as manifest in prejudiced 
attitudes and discriminatory behaviour: 
" stereotyping of older people and older workers 
" consideration of the needs of the organisation and the job, and how likely 
any particular person is to meet those needs 
" perception of any threat - to achievement of the organisation's or team's 
goals or needs - which may arise from decisions made about older 
workers. 
2.11 THEORIES WHICH MIGHT EXPLAIN WORKPLACE AGEISM 
Having then hypothesized the way in which ageism may work in 
organisations, and when/where it might occur, we will next examine the major 
theories trying to explain prejudice and discrimination in social psychology, 
and which may provide explanations of ageism in organisations. The 
following theories appear to bear on the question: 
1. Stereotype Content: the stereotype content model developed by Fiske, 
Cuddy and colleagues. 
2. Social identity theory, and self-categorization theory (which has built 
upon social identity theory). 
3. Stigma theory: in particular, the threat theory of stigma aetiology, as 
articulated by Stangor and Crandall (2000), and 'integrated threat' as 
proposed by Stephan and Stephan (1985,2000). 
Each of these will now be discussed. 
2.11.1 Stereotype Content Model. 
This has been discussed earlier in this chapter, in relation to the consistent 
finding that older people are regarded as warm but incompetent, as found 
repeatedly in studies (e. g. Cuddy & Fiske 2002; Fiske, Cuddy, Glick & Xu 
2002; Fiske, Xu & Cuddy 1999), and that 'elderly people' occupy the same 
quadrant of a cluster analysis map as do disabled people and mentally 
retarded people (see Fig. 2.2). More recently, these researchers have 
developed the concept that warmth and competence are `universal 
dimensions of social cognition' (Fiske, Cuddy & Glick 2007): the dimension 
of 'warmth' appears to encompass traits related to perceived intent towards 
another, such as friendliness, helpfulness and sincerity, while the 
'competence' dimension relates to traits concerning ability, such as 
intelligence, creativity and efficacy. They cite the work of Wojciszke (1994, 
2005) whose studies found that "warmth and competence account for 82% 
of variance in perceptions of everyday social behaviors" (Fiske et al., 2007, 
p. 77). Most recently, Cuddy, Fiske and Glick (2007) have translated these 
dimensions of person perception into determinants of behavioural 
tendencies, developing what they have termed the "BIAS" map (Behaviors 
from Intergroup Affect and Stereotypes) which concerns the paths by which 
stereotyping can lead to emotion, and thence to behaviour towards a 
stereotyped group. They investigated the emotions aroused by each 'warmth 
by competence' combination, and the behavioural consequences arising from 
such perceptions and emotions, finding that pitied groups, such as older 
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people and disabled people, "elicit active helping and passive neglect" (Fiske 
et al., 2007, p. 81) such as the institutionalization of older people which helps 
them but may result in social isolation. Professional people are considered 
less warm but much more competent than elderly or older people (Cuddy et 
al., 2007; Fiske et al., 2007), and tend to elicit the emotion of admiration, 
possibly verging on that of envy. To date, these researchers have not 
investigated the category we might call 'older professional people', or any 
category of older workers, and it remains an open question as to where on 
the "BIAS" map this category would fall, and which emotions and behaviours 
might therefore be expected. It might be hypothesized that older workers 
would be seen as more competent than 'elderly people' but less so than 
'professional people' (of unspecified age). This map is best explained 
graphically, see Figure 2.2 below. 
FIGURE 2.2 
Scatter Plot of Cluster Analysis of Selected Groups on 
Competence and Warmth, Superimposed on Schematic 
Representation of BIAS map 
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Thus, Cuddy, Fiske and Glick (2007) have related the perceptions of various 
groups of people not only to the emotions they may inspire, but also to the 
behaviours arising from such emotions. They have also asserted that 
"warmth is judged before competence, and warmth judgements carry more 
weight in affective and behavioural reactions" (Fiske et al. 2007, p. 77). In 
relation to older workers, therefore, the work of this research group seem to 
lead to the following implications: 
a. Elderly people are judged as warm but incompetent, and warmth gives 
rise to pity, which in turn gives rise to behaviours of 'active facilitation' 
and 'passive harm' (such as neglect); 
b. There is no category reported for 'workers', and Black professionals 
and female professionals, are the only categories researched which 
have any connection with employment questions (Cuddy, Fiske & 
Glick, 2004). These may perhaps be compared with categories which 
may be taken to represent American 'society in general': 'middle 
class', 'Whites', or 'Americans'. These categories of people are 
apparently considered to be of high competence, but vary in terms of 
warmth: 'Americans' and 'middle class' people seemingly being 
considered higher in warmth than Black professionals, female 
professions, British people, Jews or Asians. In emotional terms these 
would generate responses somewhere between admiration, and envy; 
and in behavioural terms they would generate a certain amount of 
facilitation, both active and passive. In general it does not appear that 
such groups would engender 'active harm', according to the BIAS 
map. 
c. Therefore, we might hypothesize that 'older workers' or 'older 
professionals' might be thought of as somewhat warm (though less so 
than 'elderly people'), but somewhat less competent than working 
people in general; and that any admiration would perhaps be tinged 
with pity, and that passivity in behaviour (neither harm nor facilitation) 
might be expected. 
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This hypothesis could be tested, and it would be interesting to do so. 
However, from the point of view of examining prejudice against older 
workers, this model still does not explain the reasons behind these 
perceptions: why certain groups are perceived in certain ways, and what it is 
about those groups, or about their social environment, which leads to these 
perceptions. It describes, rather than explains, the nature of the prejudice 
relating to older workers. It does not elucidate why it is that older workers 
might be reacted to in this way hypothesised above, or why age might be 
particularly salient (if it is) in relation to employment decisions. In terms of the 
warmth/competence balance, we need to probe further beneath the surface, 
to look at what it is about older workers which give rise to ageist attitudes and 
discriminatory behaviour. 
Hence, while the BIAS model as developed by Fiske, Cuddy and Glick is 
extremely interesting and potentially useful in terms of looking at workplace 
ageism, it is not the framework which has been used in this research 
programme. 
2.11.2 Social Identity Theory and Self-Categorization Theory 
Social identity theory (SIT) has been discussed in relation to organisations 
and the workplace by a number of writers, notably Ashforth and Mael (1989), 
Haslam (2001), and Hogg and Terry (2000). Haslam's (2001) book has 
thoroughly covered the ways in which SIT may be usefully applied to 
organisational groups and group phenomena within organisations, 
particularly in conditions of major organisational change such as mergers 
(citing e. g. Terry & Callan 1997, Terry, Carey & Callan 2001, Terry & O'Brien 
2001). Ashforth and Mael (1989) particularly discussed SIT in relation to 
the integration of newcomers to an organisation (organisational socialization), 
role conflict (when cross-cutting organisational identities may conflict with 
each other, and with individuals' personal identities) and intergroup relations, 
such as between different departments (or other groups) within 
organisations. It is clear that there are several ways in which SIT may be 
valuable when studying organisational groups. 
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Turning to self-categorisation theory (SCT), it was developed by Turner and 
colleagues mainly in the 1980s, building on the work of Tajfel and Turner 
(1979) on social identity theory (e. g. see Turner, Hogg, Oakes, Reicher & 
Wetherell, 1987). Hogg and Terry (2000) concentrated on its role as a 
development of SIT in relation to organisations, and suggested that SCT can 
explain how organisational groups develop prototypes of group (or: 'in- 
group') members, in relation both to the context in which the group operates, 
and in relation to out-groups which may be specifically salient. SCT may 
explain how group members may assimilate themselves to the in-group 
prototype, and 'depersonalise' themselves in order to perceive themselves, 
and/or behave, in line with the group prototype. By categorising oneself as a 
member of a particular in-group, one 'depersonalises' the self by in effect 
saying that in relation to that group membership, one's individual 
characteristics are less important than conformity to the 'prototype' of the 
group. According to Hogg and Terry (2000, p. 123) "Prototypes are typically 
not checklists of attributes but, rather, fuzzy sets that capture the context 
dependent features of group membership, often in the form of 
representations of exemplary members (actual group members who best 
embody the group) or ideal types (an abstraction of group features). 
Prototypes embody all attributes that characterize groups and distinguish 
them from other groups... ". Prototypes are thought to maximise the 
similarities between the members of a group, and the differences between 
them and non-members of the group (members of salient out-groups: such 
as another department, another team, or another organisation). Especially 
in situations of "subjective uncertainty", work groups may, according to these 
writers, "produce a prototypically homogenous and cohesive organization or 
work unit with which members identify strongly" (Hogg & Terry 2000, p. 126). 
Clearly, if a group has a strong prototype, that would militate against the 
recruitment of new group members who do not conform to that prototype to 
an acceptable extent. According to Hogg and Terry (2000), prototypes are 
consensual and the self-categorization of group members, using prototypes, 
"reduces uncertainty by transforming self-conception and assimilating self to 
a prototype that describes and prescribes perceptions, attitudes, feelings, 
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and behaviors" (p. 124). These writers also say that such groups and 
prototypes will be particularly attractive "during times of or in situations 
characterized by great uncertainty" (p. 124). This might suggest that when a 
workgroup or organisation is facing, for example, hard trading conditions, or 
difficult targets, there will be more motivation to ensure that group members 
do conform to the accepted prototype; and at times when, and for group 
members for whom, uncertainty is particularly threatening, groups will be 
particularly rejecting of 'deviants' (the 'black sheep' effect - e. g. Marques, 
Yzerbyt & Leyens, 1988; Marques & Yzerbyt, 1988). 
Thus Hogg and Terry (2000) have provided a useful discussion on the ways 
in which social identity theory, and in particular self-categorisation theory, can 
be applied to organisations. They explained that organisations can be 
considered to be, but also to contain, a variety of social groups which may 
overlap, fit together, and crosscut each other, and which may also all be 
considered to fit within one or more superordinate groups - the organisation, 
or even a whole industry or profession. As such, workplaces provide sources 
of identity which for many people may be supremely important, even 
transcending other social identities which they may possess (such as gender 
or race). In terms of social identity theory, therefore (e. g. Tajfel, 1972,1974) 
it would be expected that individuals within an organisational group (such as 
a department or team) would seek to establish, and then to continually shore 
up, positive distinctiveness for this in-group, in order to meet the need for 
group-derived self-esteem. According to this theory, members of a 
department (such as a sales department) would seek to create, and then to 
protect, a positive distinctiveness for their in-group, which would help them to 
'feel good' about their department, in comparison with 'out-groups' such as 
other departments in their own organisation, or sales departments within 
competing organisations. 
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2.11.3 Do these theories explain workplace ageism? 
There are certain difficulties in using the social identity and self- 
categorization theories as a complete explanation of ageism in organisations, 
although certain aspects of SCT as set out by Hogg and Terry (2000) may 
explain some aspects of workplace ageism. The main areas of difficulty 
seem to be: 
a. The fact that age is not a static, unchanging category such as 
ethnicity, but that everyone does, and must, age. 
b. The difficulties in defining the relevant in-groups and out-groups in 
organisations, as they relate to the ways in which workplace ageism 
can operate. 
c. The increasing prevalence of anti-discrimination laws to encourage 
diversity, which if observed must make it harder to maintain group 
prototypes by excluding those who do not fit them. 
d. The fact that SIT and SCT do not explain why specific ways of 
categorizing people, such as age (or indeed any other characteristic - 
race, gender, eye colour), might or might not be salient to any 
particular in-group at any particular time, in terms of their 'usefulness' 
for group identity enhancement. 
These will now be discussed. 
a. The inevitability of ageing. 
A key difficulty with the application of SIT to workplace ageism is that since 
no-one can avoid growing older, age groups are not static groups into which 
people are permanently categorized, and while the appearance of age may 
to some limited extent be controllable, clearly a person's actual age is not. 
This means that none of us can avoid reaching certain threshold ages, which 
mean that we move, whether we like it or not, into older age categories; and, 
as Bytheway (2005, p. 363) has discussed, whereas as late as the nineteenth 
century large proportions of people did not know their age or even their birth 
date, chronological age has become relevant in the modern age as "the 
basis of many institutional regulations that have real consequences for the 
lives of individuals". For example, in the recent past, organisations such as 
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the UK's Civil Service were allowed to specify that they would consider only 
applicants under age 288; other such age-related practices, such as a 
compulsory retirement age under 65, were only outlawed by the age 
discrimination legislation (Employment Equality (Age) Regulations) which 
came into effect in October 2006. Some organisations do, it appears, still 
have retirement policies which prescribe that all staff must retire at a certain 
age, such as 65, but ageism and age discrimination occur in relation to 
people much younger than 60. A person who has been a successful team 
member since the age of 25, may at age 45 or 55 be considered too old for 
the job, and therefore be a candidate for redundancy. In such cases the 
ageing process, and consequent association with the stereotypes of ageing, 
has led to this person now constituting someone to be excluded: does this 
mean they have been shunted into an out-group, having previously been a 
member of their team in-group? SIT does not appear able to predict such 
occurrences, though it may provide a post-hoc rationalization of them ('s/he 
was made redundant, so therefore is now part of an out-group'). Nor does 
self-categorization theory appear successful at explaining why employees 
may be marginalized or ousted as they age, when before that they were 
considered part of the team. If a person has belonged to a team (or `in- 
group') for some time, we might imagine that the prototype for that group 
would subtly change as time went on and presumably, as all its members 
aged. 
b. The definition of in- and out-groups. 
The second area of difficulty relates to the way in which in-groups and out- 
groups would be defined, within organisations, in relation both to hiring new 
staff, and to downsizing. An organisation can comprise a number of 
8 This persisted until Belinda Price brought a case of 'indirect sex discrimination' against 
them in 1975 on the grounds that the practice was particularly discriminatory against women 
whose career development had been delayed by motherhood (EOC, 2005). 
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clearly defined in-groups, which may in turn be defined in relation to out- 
groups; and an organisation as a whole may be part of some larger, supra- 
organisational in-group such as an industry sector, or a profession (Hogg & 
Terry, 2000). Some are listed below as examples, and depending on the 
nature of an organisation, there are no doubt many other ways such in- 
groups and out-groups could be defined. 
TABLE 2.5 
Possible Definitions of Organisational In- and Out-Groups 
In-group Corresponding out-groups 
Type of industry or profession, e. g. Other types of industry or profession 
education, farming, engineering, 
accountancy 
Whole organisation Other organisations, such as: 
- Competitors 
- Organisations which could be 
potential purchasers, or 
meMer partners 
Subsidiary of a larger group Other group subsidiaries 
. Department Other departments 
Team, or other working group Other teams/groups 
Level of seniority/ management Other levels of seniority/ 
management 
Type of job function/ skill (e. g. Other skills/occupations 
secretaries, salespersons, lab 
technicians, etc. ) 
... and so on. 
It may occur that while an organisation or workgroup might be willing to 
retain existing staff as they age, it would be reluctant to hire new staff who 
were already over some age threshold: in which case, according to SIT, the 
in-group would include existing staff over (say) 50, but not job candidates 
aged over 50. In which case, the in-group would be defined as 'people who 
already work for us' versus an out-group of 'people who don't work for us' -a 
circular definition. In terms of predictive power, SIT becomes weak in these 
circumstances, as all it can predict is that an organisation will not hire people 
over a certain age unless those people already work for them. While this 
might make some intuitive sense, and fit the real world to some extent, it 
does not explain or predict why a person who ages within an organisation 
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suddenly becomes a person to be forcibly retired or made redundant. If a 
large organisation, such as a bank, decides it needs to downsize, and elects 
to offer early retirement to all staff over (say) 52, are they redefining their in- 
group to include now only people under 52? Yet, staff aged over 52 may be 
retained at certain levels, in certain job functions or departments - hence, the 
"over-52-excluding" in-group is defined only in terms of where the over 52s 
are in fact to be laid off, and in no other way. This becomes another totally 
circular definition. 
Nor does self-categorization theory explain the withholding of appropriate 
training from older employees, another form of age discrimination. To try to 
explain these occurrences using self-categorization theory meets, in our 
opinion, the same obstacles as does social identity theory discussed above, 
in that the 'in-group' in a particular case has to be redefined in order to fit 
what is happening, and thus becomes a post hoc rationalization of the 
exclusion of older people, rather than an a priori way of predicting it. 
c. Social, legislative and organisational obstacles to discrimination. 
The third area of difficulty, which obstructs the application of SIT and SCT to 
most if not all diversity issues in organisations, concerns the impact of 
legislation, of social change, and of organisational/ higher management 
policy, on the freedom of organisational groups to govern their own 
memberships. In the abstract, SCT is potentially useful in the context of 
new staff appointments: in particular, if an in-group prototype is, for example, 
a white male aged between 28 and 35, with certain types of qualifications or 
personal qualities, it is not difficult to see how there might be resistance 
towards taking on a new employee who did not fit this prototype, but who was 
'deviant' such as by being female, older (or younger), or from a non-white 
ethnic group. In this context SCT does potentially have predictive power. 
Further, in conditions of downsizing, SCT may predict who would be chosen 
for removal from the group: Hogg and Terry (2000) point out that "in-group 
members are liked more if they embody the in-group prototype" (p. 126) and 
the 'black sheep' effect (e. g. Marques, Yzerbyt & Leyens 1988) would 
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predict that "deviants" might be even more likely to be rejected if they appear 
to threaten the "distinctiveness and prototypical clarity and integrity of the in- 
group". In conditions of stress, such as hard trading conditions, or the need 
to reduce headcount, one can see how, according to this thinking, the 
prototypical group identity might become even more important and lead to 
the desire for marginalization or ousting of individuals who do not clearly fit 
in. 
However, in practice it seems that while that may indeed happen, in terms of 
the preferences of organisational team (in-group) members, pressures may 
arise from outside the group which must override the group's own 
motivations to hire, retain, or reject, any individual. Society's values in the 
mid 2000s are much less accepting of prejudice and discrimination than was 
the case one or two decades ago, and even though egalitarian values are 
sometimes pejoratively dismissed as 'political correctness', they do at least 
seem to operate to discourage blatant discrimination against, and derogation 
of, potential out-groups. Wikipedia (accessed 24th October 2007) says: 
"Although the dominant use is pejorative, a few authors use the term 'political 
correctness' to describe inclusive language or civility, and thus praise 
language that they see as 'politically correct ", and further that "The practice 
of using "inclusive" or "neutral" language is based on the Sapir-Whorf 
hypothesis, which states that a language's grammatical categories shape its 
speakers' ideas and actions. The objective is to make people aware of 
unconscious biases, thus allowing them to make more informed choices 
about their language and their usage of expressions different people might 
find offensive. " (See also Kay & Kempton, 1984; Romaine, 1994. ) But 
whether people are or are not in favour of 'political correctness', it has 
undoubtedly meant that there is in mainstream British society, at the very 
least, more hesitation, before indulging in overt derogation of some out- 
groups. 
Further, in the Westernised world today, the increasing impact of legislation 
to encourage diversity within workforces, and prevent discrimination, means 
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that the blatant operation of this kind of 'prototypical' selection must become 
increasingly covert and, where professional Human Resources departments 
are operating, with responsibility for ensuring that their organisations comply 
with the legislation, that kind of discrimination will often be actively 
discouraged (e. g. see www. acas. org. uk and www. cipd. co. uk). This does not 
mean it does not happen, indeed there is plenty of evidence (e. g. Equal 
Opportunities Commission, 2007) that it does. But as (presumably) growing 
proportions of employment decision-makers are exposed to messages about 
the value of diversity in the workplace, and are informed about the penalties 
for organisations which discriminate, it seems less and less plausible to 
suggest that work groups, teams or even whole organisations systematically 
defy the law as a way of shoring up the 'positive distinctiveness' of their 
group - even though they might ideally wish to. We might hypothesize that 
decision-makers adhering to a 'prototype' strategy when recruiting for their 
workgroup will either adjust their thinking to accept the value of diversity, or 
will resort to strategies for disguising the basis for excluding non-prototypical 
candidates, such as insisting that such candidates are less well-qualified for 
the job, maybe valuing qualifications held by 'prototypical' candidates more 
highly, even though they might be of doubtful relevance to the duties involved 
in the job. This hypothesis could indeed be tested, and it would be of value 
to do so, but it is beyond the scope of the research programme presented in 
this thesis. 
Again, regardless of the preferences or motives of any particular 
organisational group, in a downsizing operation it may be decided at a high 
level of an organisation to dispense with the services, for example, of 
everyone at a certain level of seniority earning more than some specified 
amount (e. g. see Rabin, 1999) which may hit older employees particularly 
hard. For example, Platman and Tinker (1998) have reported how at one 
time it appeared that the BBC was systematically targeting older employees 
for early exit. The self-categorization concept does not cover or explain 
such cases. 
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d. The reasons why certain characteristics may or may not be salient 
Once again, and like the Stereotype Content Model, the SIT/SCT approaches 
do not help us to predict why certain characteristics might be chosen as a 
basis for including or excluding any particular type of person from an 
organisational in-group at a particular time. Why is there organisational 
sexism, racism or ageism? An explanation of the origins of these particular 
prejudices must be sought. 
This section has reviewed some of the difficulties in applying Social Identity 
Theory and Self-Categorization Theory to the issue of ageism in the 
workplace. Hence, while it clearly does have some application to some 
aspects of workplace ageism, we have not chosen to use Social Identity 
Theory as the key theoretical underpinning of this research. 
2.11.4 Stigma Theory 
Stigma has been described by Crocker, Major and Steele (1998) in the 
following terms: "A person who is stigmatized is a person whose social 
identity, or membership in some social category, calls into question his or her 
full humanity - the person is devalued, spoiled, or flawed in the eyes of 
others" (Crocker et al., 1998, p. 504). While we would not wish to argue 
that being older, in the workplace, necessarily results in one's humanity being 
questioned, on the basis of the evidence already reviewed in this chapter it is 
far from implausible to suggest that older people are in some way 
constructed as "devalued, spoiled or flawed" in relation to employment and 
organisations. 
Being stigmatised need not mean that a person is the target of consistently 
negative responses from others, indeed negative attitudes and feelings in 
one respect may be countered by positive ones in another, and, as discussed 
by Dovidio, Major and Crocker (2000) this 'ambivalence' in attitudes towards 
some stigmatised groups has been noted in relation to, for example, 
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physically disabled people, and ethnic minorities. Further, many people who 
are the target of some kind of stigma in certain contexts, maintain their self- 
esteem and manage to cope with life and its vicissitudes in spite of being 
devalued in those contexts (Crocker & Major, 1989). Therefore, it is not 
necessary to argue, or to believe, that being older in the workplace is a 
completely negative and damaging experience. Indeed, the potential for 
ambivalence of attitudes towards older people is demonstrated by the work of 
Fiske, Cuddy and colleagues, discussed earlier in this chapter, in which 
negative perceptions of elderly people as 'incompetent' were combined with 
perceptions of them as 'warm and friendly'. 
The stigma framework is considered potentially useful for examining 
workplace ageism because: 
" It relates to the labelling of people according to their age, and this label 
then becoming the determinant of other people's reactions to the people 
so labelled. 
" Being labelled as 'older' (in the sense of being over about 50) does not 
seem to be a positive label, in the context of the workplace. As already 
discussed, the stereotypes of older workers reflect a certain amount of 
ambivalence (e. g. reliable, but unable to learn new skills; experienced, 
but resistant to change) but the general thrust, and the way in which the 
'older worker' is constructed in various domains (reviewed by Ainsworth 
& Hardy, 2004) appears negative. 
In the next chapter, we will consider stigma theory further, and discuss its 
applicability to workplace ageism. 
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CHAPTER 3: 
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CHAPTER 3 
REVIEW OF THE LITERATURE RELATING TO STIGMA 
In the previous chapter we have reviewed the concept of ageism, with 
particular reference to the workplace. We have also looked at various 
possible theoretical approaches to ageism, which is a form of prejudice. It 
appears that the stigma approach may be a fruitful one for examining ageism 
in the workplace, and this chapter will look further into the concept of stigma 
and whether it could be considered applicable to workplace ageism. The 
chapter will also cover stigma from the perspective of the `target'. 
3.1 DEFINING STIGMA 
3.1.1 Various definitions of stigma, prejudice and discrimination 
First we will spend some time on discussing the definition of stigma, because 
in examining the literature, it appears that the word is being used in 
somewhat different ways in different contexts. This leads to a certain lack of 
clarity in terms of the distinctions between stigma, prejudice and 
discrimination. To begin with dictionary definitions: 
TABLE 3.1 
Definitions of `Stigma' 
Concise Oxford Dictionary Chambers dictionary, 10 edition 2006 
Stigma: A disgrace or reproach attached Stigma: a mark or sign of disgrace or discredit. 
to a person; a mark of infamy; any A distinguishing mark or characteristic. A visible 
special mark;; a spot; a scar; a mark on sign or characteristic of a disease. 
the skin indicative of a particular disease; 
a spot sensitive to light; Greek: stigma: 
tattoo mark (made by pointed instrument), 
brand. 
Prejudice: A preconceived opinion. Bias Prejudice: A judgment of opinion formed 
or partiality. Latin praejudicium i. e. prior prematurely or without due consideration of 
judgement. relevant issues; prepossession or harm; 
disadvantage; a prejudgment. 
Discrimination*: unfavourable Discriminate: to treat differently esp. because 
treatment based on prejudice, esp. of one's feelings or prejudices about a person's 
regarding race, colour or sex. sex, race, religion, etc. Discrimination: the act or 
rocess of discriminatin . "I Here are other meanings of discrimination, involving either just perceptual processes, 
or matters of (cultural or other) taste and judgment. 
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The definitions of the words 'prejudice' and 'discrimination' included in these 
two dictionaries seem to correspond to a large extent. Prejudice, especially 
when one considers the Latin origin of the word and its literal meaning, 
`prejudgment', seems to be agreed to mean a judgment formed on the basis 
of biased, partial or incomplete information and consideration. Discrimination 
is taken to refer to the behaviour which results from feelings such as 
prejudice: while the Oxford dictionary presumes that such behaviour involves 
'unfavourable' treatment, Chambers merely alludes to 'different' treatment. 
In a psychological context we may also refer to the definitions given in the 
Oxford Dictionary of Psychology (Colman, 2001). Stigma is surprisingly not 
included in that Dictionary, but the definition of prejudice given is: "A 
preconceived opinion or judgment, formed without adequate consideration of 
relevant evidence, especially an unfavourable judgment based on group 
membership, including racialism, ethnocentrism, sexism or ageism" (p. 577). 
For discrimination, it says: "The unfair or prejudiced treatment of a person or 
group, as in racial discrimination or sexual discrimination. " (Colman 2001, 
p. 209). In terms of the phenomena with which social psychology might be 
concerned, it seems reasonable to accept that both prejudice and 
discrimination may work in favour of some groups, or people, and against 
others, depending on the situation. For example it is quite often said that the 
way the Oxbridge selection system is operated discriminates in favour of 
people educated at independent schools in Britain. 
However, turning to stigma, the definitions in the two leading dictionaries 
cited above actually contain three different concepts. First, 'a mark or sign of 
disgrace or discredit' (Chambers) and 'a mark of infamy' or of 'a particular 
disease' (Oxford); second, the characteristic, or disease, which is so 
marked; third, the 'disgrace or reproach' (Oxford), which seems to refer to the 
outcome of the characteristic, in terms of the reactions of others, or of 
society, to it, once it has been identified or 'marked'. 
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3.1.2 Is stigma a characteristic, or the mark of one? 
In terms of the mark or sign, one may consider, especially if the stigma is not 
a visible condition, that it would be provided by the label attached to the 
person possessing the discredited characteristic. For example in the case of 
mental illness, there may be no visible sign, but once a person has been 
'labelled', publicly or privately, as a sufferer from that illness, the stigma has 
been applied. This is important, in that a person who possesses a 
characteristic which is potentially stigmatising, but which is unknown in her 
social circle, cannot be stigmatised in that social circle. Someone who is 
HIV-positive but has kept that information to herself, could not be 
stigmatised. This issue of whether or not there is public knowledge that a 
person has a stigmatising condition, was recognised by Goffman (1963) who 
distinguished between the 'discredited' and the 'discreditable'. Corrigan 
(2000,2007), principal investigator at the Chicago Consortium for Stigma 
Research, has formulated the stigma process in terms of the four cognitive 
structures of: cues, stereotypes, prejudice, and discrimination, and explicitly 
stated that "The process begins with stigmas, which are the cues that signal 
subsequent prejudice and discrimination" (2007, p. 32), thus defining stigma 
itself as a cue, which we might also call a sign, mark, or (depending on its 
form) a label. 
FIGURE 3.1 
Possible View of the Stigma Process 
(After Corrigan, 2007) 
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It should be noted that while the diagram above is a plausible view of the 
process by which stigma works, it does not explain why a particular 
characteristic or identity is stigmatised. This is an important point which will 
be examined later in this chapter. 
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However, in the early pages of Goffman's (1963) book, he seems to take the 
view that the stigma is not the label, but the characteristic which is so 
labelled. For example, on page 3: "While the stranger is present before us, 
evidence can arise of his possessing an attribute that makes him different 
from others in category of persons available for him to be, and of a less 
desirable kind - in the extreme, a person who is quite thoroughly bad, or 
dangerous, or weak. He is thus reduced in our minds from a whole and 
usual person to a tainted, discounted one. Such an attribute is a stigma.... " 
Goffman also (1963, p. 5) defined stigma as "an attribute that is deeply 
discrediting or an undesired differentness. " According to him, it is not 
differentness per se which is stigmatising, but the direction of that 
differentness in relation to the norms and expectations of the society in which 
an individual dwells. However, even if we were to accept that the stigma is 
the attribute or characteristic, rather than the label of it, the attribute would 
need to be identified and labelled - especially if invisible - in order to provide, 
in Goffman's terms, the "evidence.... of.... possessing an attribute" (p. 3). So 
the label, associated with the discredited condition or characteristic, is 
necessary in order to identify the members of the discredited group. 
3.1.3 Stigma as negative 
There seems to be agreement that 'stigma' is by definition negative, 
undesirable; the 'mark' is not of neutral valence, and this fits with the 
dictionary definitions which refer to 'disgrace' and 'discredit'. For example, 
Heatherton, Kleck, Hebl and Hull (2000) in the preface to their edited book on 
"The social psychology of stigma", said: "Stigma is not inherently an 
enjoyable topic. The stigmatised are ostracized, devalued, rejected, scorned, 
shunned, discriminated against, insulted, attacked, and even murdered. 
Those who perceive themselves to be members of a stigmatised group, 
whether it is obvious to those around them or not, often experience 
psychological distress and may even view themselves contemptuously. " 
(p. x). This was echoed by Dovidio, Major and Crocker (2000), writing that: 
"[Stigma] is a social construction that involves at least two fundamental 
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components: (1) the recognition of difference based on some distinguishing 
characteristic, or `mark and (2) a consequent devaluation of the person. " 
3.1.4 Stigma as social 
Crocker, Major and Steele (1998) emphasized the social nature of stigma 
when they defined a stigmatised person as one "whose social identity, or 
membership in some social category, calls into question his or her full 
humanity - the person is devalued, spoiled, or flawed in the eyes of others" 
(1998, p. 504). For these authors, and others, it is important to recognise 
the social nature of stigma. Stigma cannot exist in a vacuum, or where there 
is social isolation, but relates to deviation from what may be considered 
`normal' in a particular context. It is also essentially a group phenomenon: 
one person may dislike another for some reason, and wish to avoid them, but 
this does not constitute stigma. As mentioned earlier, a person cannot be 
stigmatised in society if their condition is unknown to others. 
3.1.5 The role of context 
Goffman seemed to imply that stigma was somehow 'global' and not context- 
dependent: indeed throughout his 1963 book he contrasted stigmatised 
people with "normals", terminology which makes us uncomfortable in the 
early 21St century, but which implies that some people are enduringly 'normal' 
(unless a stigmatising change occurs), and others are enduringly stigmatised. 
More recent writers have argued for the contextual nature of stigma: Jones 
and colleagues (Jones, Farina, Hastorf, Markus, Miller & Scott, 1984) pointed 
out that what one person might regard as deviant, or discrediting, might by 
another be regarded as benign and even a "charming eccentricity" (p. 5). 
Therefore to be a stigma, a 'marked' characteristic needs to be "linked by an 
attributional process to dispositions that discredit the bearer, i. e., that 'spoil' 
his identity. " (Jones at al., 1984, p. 8). Crocker et al. (1998) argued that 
"stigmatised individuals possess (or are believed to possess) some attribute, 
or characteristic, that conveys a social identity that is devalued in some 
particular social context. " (p. 505). 
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3.1.6 Stigma as an outcome 
Stigma is sometimes seen not as inherent in the 'nature' of a characteristic or 
a group membership that is stigmatised, but rather as the outcome of 
processes which lead to the social construction of a quality of an individual or 
group as negative and undesirable in a particular social context. Becker 
(1963), quoted in Archer (1985) seemed to describe this process when he 
wrote: "Social groups create deviance by making the rules whose infraction 
constitutes deviance, and by applying those rules to particular people and 
labelling them as outsiders" (p. 9). Deviating from a norm may lead to 
stigma, if the direction of that deviation is considered - by the surrounding 
society - undesirable. Stigma as an undesirable deviation from a norm is 
also the way it is described by Weiner, Perry and Magnusson (1988), who 
used the definitions given by Jones et al. (1984), and Goffman (1963), and 
added "Thus, to be labeled a stigma, the normative deviations in physical 
attributes, character, behavior and so forth must be undesirable qualities. 
Stigmas therefore might be considered as representing negative outcomes, 
or unwanted effects. " (p. 738). 
This does not mean that the stigma forms the totality of the way in which a 
person is judged, or that it totally governs behaviour towards them. As we 
have seen in Chapter 2, for example, attitudes towards the elderly have been 
found to be ambivalent, in terms of liking them for being warm and friendly, 
but not believing them to be competent (e. g. Cuddy & Fiske, 2002). However, 
a belief in the incompetence of older people would be likely to lead to 
unwillingness to employ them for any kind of challenging job. 
3.1.7 Stigma as a focus of prejudice 
Within the literature on stigma lies, at times, confusion - or at least loose use 
of language - about the relationship between stigma and prejudice. The 
relationship between stigma, stereotyping and prejudice was mentioned by 
Dovidio et al. (2000) when they said: "Stereotyping and prejudice... are 
central to stigmatizing others... " (p. 1). Stangor and Crandall (2000) have 
acknowledged the multiple (or at least, dual) senses in which the word 
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'stigma' is used when they wrote: "According to Goffman (1963), "stigma" 
refers to a mark or sign of some sort that is seen as disqualifying individuals 
from the full acceptance of a society; it also refers to the beliefs about 
individuals with such a mark" (p. 63). Such beliefs are, perhaps more usually, 
called 'prejudice'. Thus the word 'stigma' is taken to refer not only to the 
label for the discredited characteristic, but to society's reaction to it, i. e. the 
prejudice it may give rise to. (Once again, however, the question remains as 
to why a particular labelled condition is discredited and leads to prejudice. ) 
Relationship between stigma and a belief system enables us further to link 
stigma to prejudice. Rupert Brown (1995, p. 8) defined prejudice as "the 
holding of derogatory social attitudes or cognitive beliefs, the expression of 
negative affect, or the display of hostile or discriminatory behaviour towards 
members of a group on account of their membership of that group. " 
Interestingly, in Brown's 1995 book he does not appear to use the word 
stigma at all, as it does not appear in the index. Nor does he use the word 
'label'. But in linking "derogatory social attitudes or cognitive beliefs" to the 
members of particular groups, he shows us the mechanism which links 
prejudice (the affect, and/or belief) to discrimination (the behaviour), and 
which links both these phenomena to groups of people who may be the 
carriers of labels indicating that they possess stigmatised or derogated 
characteristics. (Brown's assertion that prejudice involves 'derogatory' social 
attitudes and cognitive beliefs, and 'negative' affect, may also be challenged: 
one can be prejudiced in favour of a group, not only against it; but that does 
not invalidate the connection between the prejudiced attitudes and the 
discriminatory behaviour. ) 
This is important because some writers have not clearly distinguished the 
meanings, and use 'stigma' in effect to mean 'prejudice'. For example, Wahl 
(1999) writing about `Mental health consumers' experience of stigma': "The 
extent to which mental health consumers encounter stigma in their daily 
lives"..... "Negative responses to people who have been identified as having 
a mental illness.... " (p. 467) "the recipient of stigma" (p. 468). Miller and 
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Kaiser (2001) appear to use the words almost interchangeably: e. g.... "the 
many ways in which stigma can affect the stigmatised person.. " " the 
benefits of conceptualizing prejudice and discrimination as stressors in the 
lives of stigmatised people.... " (p. 73). At some points they appear to stick to 
the use of the word 'stigma' as the label, the mark; at other points, they 
seem to equate 'stigmatised' with 'target of prejudice' and 'stigma' as 
equivalent to prejudice, e. g. "Seeing other group members suffer from 
unfairness due to stigma may result in vicarious stress responses. " Indeed, 
two authoritative collections of articles, several of which are cited above, 
were the edited book "Prejudice: the target's perspective" (Swim and Stangor 
1998a), and the Journal of Social Issues, vol. 57 issue 1, spring 2001 which 
was entitled "Stigma: an insider's perspective. " Similar topics are covered in 
these two publications, and the fact that the titles use 'stigma' in one case 
and 'prejudice' in the other, illustrate the point being made here. 
Jones et al. (1984) appeared to recognise the confusions in the terminology 
and therefore chose to use the word 'mark' to denote the label or definition 
which indicates that that person is "deviant, flawed, limited, spoiled, or 
generally undesirable. " They also said: "The mark may or may not be 
physical: it may be embedded in behavior, biography, ancestry, or group 
membership. It may also be possible to conceal it. " (pp 6-7). Jones et al. 
further pointed out that the marked person may or may not be stigmatised 
(that is, be the butt of stigmatising, negatively prejudiced, reactions). "To 
mark a person implies that the deviant condition has been noticed and 
recognized as a problem in the interaction or the relationship. To stigmatise 
a person generally carries a further implication that the mark has been linked 
by an attributional process to dispositions that discredit the bearer, i. e., that 
'spoil' his identity. " (Jones et al., 1984, p. 8). According to them, the 
stigmatising process links the mark (which we might also call the 'label') to a 
central aspect of the marked person's identity or disposition, giving rise to 
complex and often ambivalent emotions, such as revulsion or dislike, mixed 
with guilt and/or pity. If negative emotions are seen as justified, they may, 
according to Jones et al., be "supported by a belief system often designated 
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as a stereotype because of its rigidity and unresponsiveness to ameliorating 
information. " (p. 9). 
3.1.8 Definitions used in this thesis 
Where has this discussion led us? It is worth unpicking the meanings of 
these words, as commonly used in the social psychological literature, in order 
to make sure that we understand what each writer is saying and what each 
piece of research contributes. In particular, it seems important, because a 
group may suffer from prejudice without being stigmatised: all sorts of 
identities may be the target of discrimination or prejudice, without being 
stigmatised (such as women, or men; Americans, or British, in some 
countries or contexts; people under a threshold height, for certain jobs). 
Stigmatised groups are but a subset of the groups which may be the targets 
of stereotyping, prejudice and discrimination. In this thesis, every effort will 
be made to use the words as follows: 
" Stigma: the label, or mark, which can identify a person as a member of 
a group which differs from the norms, or expectations, of the 
surrounding society. (In some cases, the label or mark actually is the 
condition which is stigmatised: such as being Black, a woman, having 
a facial disfigurement, or being confined to a wheelchair. ) The 
condition, or group membership, giving rise to the stigma will be 
referred to as `the stigmatised condition' or'the stigmatised identity'. 
" Prejudice: attitudes and beliefs - positive or negative - about people 
based on their membership of a particular social group, based on 
information (which may or may not be correct) about the 
characteristics of the group, rather than of the individual. 
" Discrimination: the behaviour of treating a person differently from 
others because of feelings or beliefs about the social group of which 
s/he is (or is believed to be) a member. 
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3.2 WHO IS STIGMATISED, AND WHY? 
But none of the above definitions, or indeed the discussion, clarify why 
certain conditions or identities may actually be stigmatised, in certain 
contexts. To do so, we need to examine what it is about certain identities, 
and the way they are perceived, which cause a label or identity to give rise to 
prejudice in certain contexts. 
This chapter continues by looking at theories of stigma and their possible 
relevance to the treatment of older people in the workplace. In so doing we 
address questions concerned with possible reasons why certain individuals 
or groups, including older people, might be stigmatised in a workplace or 
organisation. In the previous chapter we discussed how social identity 
theories may explain some aspects of workplace ageism but how they fail to 
indicate why older workers may be the target of prejudice and discrimination 
- what it is about them which gives rise to these attitudes and treatment. As 
Stangor and Crandall (2000) have said, "perceiving one's ingroups as better 
than outgroups is important for identity enhancement, but it does not say 
much about which groups should be used for this function" (p. 67). 
3.3 TYPES OF STIGMA 
In considering both the origins of the different types of stigma and the 
stigmatised individual's responses to them, it is useful to examine the 
different ways that types of stigma can be classified. 
3.3.1 Obviousness 
Goffman (1963) distinguished between the 'discredited' (whose stigma is 
apparent to others, such as a facial disfigurement, gross physical disability, 
obesity, or membership of a stigmatised ethnic group of distinctive 
appearance) and the 'discreditable' (those whose stigmatised condition is not 
necessarily immediately apparent, such as epileptics, people with a criminal 
record, or people with physical disabilities which can to some extent be 
disguised, such as amputees). He pointed out that those whose condition is 
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obvious are bound to have to deal, within social intercourse, with the 
reactions of others, whereas the discreditable often need to develop 
strategies for preventing their condition from being noticed. In between are 
conditions which may be noticeable in some contexts but not in others, such 
as illiteracy which would only become apparent if the individual was asked to 
read something publicly. Thus, degree of 'obviousness' is one type of 
distinction. Martz (2003) found that within a sample of 200 community college 
graduates with disabilities, the relative invisibility of the disability was one of 
the key predictors of individuals' current work status. 
In the case of age, while to some extent age is obvious, it is not always so, 
and indeed, considerable money and effort is expended on disguising age or 
delaying the ageing of one's appearance, via clothing, cosmetics (including 
cosmetic surgery), or changing hair colour. For example, the Manchester 
Evening News reported on 13th July 2006 that about £539M was being spent 
on cosmetic surgery procedures that year, a rise of 50% on the previous 
year. While such procedures are not all necessarily intended to delay the 
appearance of age, a Mintel survey (www. Mintel. com, 2006) found that 34% 
of those having cosmetic surgery did so to prevent signs of ageing, 
compared with 33% who had done so to repair damage or disfigurement after 
an accident. 
3.3.2 Context 
Another distinction might be between conditions or identities which have 
been stigmatised throughout history (e. g. many types of mental illness) and 
those which have been stigmatised at some periods in history but not others, 
and in some environments but not others (such as homosexuality, accepted 
in Ancient Greece but regarded as unacceptable in other contexts particularly 
those whose values have been shaped by the Christian tradition). 
Abnormalities of physical appearance such as facial disfigurement seem to 
be widely stigmatised (e. g. Lanigan & Cotterill, 1989; Rumsey, Bull & 
Gahagan, 1982; Strauss et al., 2007). 
Context-dependence is a key aspect of stigma: a 'context' can vary in scale 
from, for example, one department of a company where a particular identity 
or behaviour may be stigmatised, to a whole country or culture. Smith 
(1997) has reviewed the cultural differences affecting the coming-out process 
among gay people, which highlights how very specific, narrow cultural 
contexts (e. g. the difference between Catholic and Episcopalian Black 
African-Americans) may have an important effect on the process of 'coming 
out' to one's family and community. Although men are usually regarded as 
the dominant group, unstigmatised relative to women, in the context of 
childcare work, as discussed earlier, men may be stigmatised (Cameron, 
2001). Women appear currently to be heavily stigmatised in certain 
countries, such as Afghanistan even in the post-Taliban era, and it could be 
argued that white people are stigmatised in present-day Zimbabwe. 
3.3.3 Controllability and causation 
Another distinction which has been made is between stigmas which are 
believed to be 'under the control' of the stigmatised individual (such as sexual 
orientation, alcoholism, obesity, and some types of mental illness) and those 
which are generally accepted as being totally outside the control of the 
individual (such as gender, race, stature). Related to this is the issue of 
whether a condition can be viewed as 'self-inflicted'. Research by Hegarty 
& Pratto (2001) suggests that a stigma - in that case, homosexuality - which 
is believed to be 'under the control' of the individual (whether this true or not) 
can in fact be more subject to negative value judgments by non-stigmatised 
people than stigmas believed to be 'immutable', such as race or gender. 
Weiner, Perry and Magnusson (1988) found that physically based 
stigmatised conditions, such as blindness, or Alzheimer's disease, elicited 
pity, and willingness to help, rather than anger; whereas conditions of 
'mental-behavioural' origin (such as AIDS, drug abuse or obesity) were felt to 
be onset-controllable and led to anger, no pity, and an inclination to neglect 
the sufferers rather than help. Menec and Perry (1998) found similar results 
in terms of the relationship between perceived non-controllability and 
reactions of pity and willingness to help. In an organisational context, Florey 
and Harrison (2000) found in an experimental study that managers 
responded more favourably to requests from disabled (deaf) people for 
'accommodations' in the workplace if the deafness was perceived to be 
outside the control of the person requesting (i. e. due to congenital inner-ear 
disease), than if its onset was believed to be self-inflicted (i. e. due to having 
played drums in a rock band). Crandall and Moriarty (1995), studying the 
stigma attached to 66 types of illness, found that the main predictors of 
rejection of sufferers were not only the severity of the illness, but whether it 
could be perceived as caused by the sufferers' behaviour (such as sexually 
transmitted diseases, or alcoholism). 
Obesity is a stigmatised condition which is often believed to be controllable 
(Puhl & Brownell, 2003; Rodin, Price, Sanchez & McElligot, 1989); and 
Blaine, DiBlasi and Connor (2002) found that recent weight loss, apparently 
because it underlined the controllability of weight, actually increased the 
extent of negative judgements of overweight people. Further, behaving in 
discriminatory ways towards (hypothetical) individuals with controllable flaws 
was regarded as less prejudiced, and perhaps less blameworthy, than if the 
same behaviour occurred in relation to those with flaws beyond their own 
control (Rodin et at, 1989). With increasing legislation restricting smoking, 
and the perception of smoking as being a controllable habit, it appears that 
smokers are becoming stigmatised (Lowe, Gilbert & Hannan, 1998; 
Thompson, Pearce & Barnett, 2007). 
Another type of stigma which could be considered 'controllable' is criminality 
or other 'deviant' behaviour - what Goffman (1963) called "blemishes of 
individual character' (p. 4. ). This may range from serious crimes (see Archer, 
1985; Krienert, 2006) to relatively minor nuisances which may cause 
stigmatisation in certain specific contexts (such as annoying one's 
neighbours by being noisy, or failing to maintain one's house or garden). 
While age per se is clearly not controllable, the appearance of age is often 
considered to be so, and the consumer expenditure on anti-ageing 
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treatments, cosmetic surgery, and the like, mentioned earlier in this chapter, 
bears witness to the believed controllability of the appearance of age; and 
older women, in particular, seem to be criticised if they appear to have `let 
themselves go' in terms of appearance. Anne Karpf, writing in the Guardian, 
15th December 2007, said: "... today ageing seems like some sort of personal 
crime, a failure of effort and will - why the hell didn't you microdermabrase it 
away? " Popular mythology also makes much of the reluctance of many, 
especially women, to reveal their age. For example, the journalist Linda 
Kelsey (The Guardian, 11th September 2007) wrote of her experience of 
women aged 40+ turning down the opportunity to appear in an article about 
'Fashion over Forty' on the grounds that they did not want to reveal their age 
in print; and also mentioned people over 60 declining to use their Senior 
Citizens concession cards to obtain cheaper admission to cinemas, to avoid 
having to acknowledge their ages publicly. Tepper (1994) found, in an 
experimental study, that `younger older' people (aged 50-54) were less likely, 
than those aged 65 or over, to choose to use a discount promoted with an 
age segmentation cue, to avoid both private self-labelling, and social 
labelling. 
3.4 TYPES OF GROUPS WHICH HAVE BEEN STIGMATISED: IN 
GENERAL AND IN ORGANISATIONS 
This chapter has already discussed some of the types of stigma, which have 
been classified according to criteria of obviousness, context-dependence, 
and controllability or causation. Looking at stigma in the organisational 
context, these distinctions remain relevant. 
The literature on stigma in the workplace documents evidence both on 
stigmatising attitudes (prejudice) and behaviour (discrimination) as displayed 
by various populations in relation to the workplace, and the experience of 
stigma by various groups (the 'target's perspective'). This literature shows 
how certain groups which are stigmatised in the wider society are stigmatised 
in the work context as well. It also shows that certain groups are more likely 
to be stigmatised in some organisations rather than others, or than in non- 
work contexts. 
Organisations form part of the communities in which they are located, and 
may often reflect the divisions and stigmas that exist within those 
communities. For example, one of the key grievances of Catholics in 
Northern Ireland, during the years leading up to the renewed Troubles in the 
late 1960s and the 1970s, was the discrimination which prevented Catholics 
from being employed in certain industries and public sector organisations, 
and this is still being monitored (ECNI - Equality Commission for Northern 
Ireland, 2002). It is evident that in present-day Iraq, whether a person is a 
Sunni or a Shia Muslim will have an impact on if, and where, they obtain 
employment (e. g. New York Times, 15th February 2007). Other generalized 
stigmas may 'stop at the gate' of the organisation: for example, an athlete 
from a generally stigmatised racial group may lose any such stigma and 
indeed gain prestige within the context of a well-known, successful team. 
Individuals belonging to some stigmatised groups (such as people with 
physical disabilities) may gain protection from that stigma within an 
organisation where their particular skills or personality are positively valued, 
yet when they leave the workplace at the end of a working day they lose that 
protective environment. The opposite may also occur, in that a person who 
is stigmatised within an organisation, perhaps because of their particular job, 
may lose the stigma completely once they are outside the work context. 
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3.4.1. Racial minorities 
Racial minorities have traditionally been stigmatised in organisations (e. g. 
Dovidio & Gaertner, 2000; Frazer & Wiersma, 2001; Lindsley, 1998; Palmer, 
1947; Senior, 1957). Dovidio and Gaertner (2000) found that although there 
was a decline in overt expressions of racial prejudice over a 10-year period 
up to 1999, subtle manifestations of racial bias, against black candidates for 
employment, continued to be found. Frazer and Wiersma's (2001) findings 
echo this, as interviewers' memories of Black candidates were significantly 
less favourable than those of Whites, although this did not necessarily 
translate into discrimination in terms of hiring decisions. The persistence of 
subconscious prejudice is also evidenced by the continued findings of racism 
in studies using the Implicit Attitudes Test: for example, Cunningham, Nezlek 
and Banaji (2004) reported that their study confirmed the existence of implicit 
ethnocentrism, but indicated that while it was related to explicit 
ethnocentrism, it was a distinct construct. A review of the impact of race on 
aspects of employment has been contributed by Proudford and Nkomo 
(2006). 
3.4.2 Gender 
Sex discrimination in organisations, as in society, was rife in the past, with 
women being labelled as uninterested in their careers and working for `pin 
money', and being confined to low grade, lower paid jobs (e. g. Dale, Jackson 
& Hill, 2005; Kanter, 1977; Morrisön, White & Van Velsor, 1987). This 
situation eventually led to sex equality legislation in many countries, such as 
the UK's Equal Pay Act, 1970, and Sex Discrimination Act, 1975; but the 
plethora of court cases brought by women in the UK in recent years on 
grounds of sex discrimination and sexual harassment in the workplace 
indicates that in spite of considerable progress this problem is far from being 
solved. For example, L. Davies (2002) wrote in the London Evening 
Standard about her experiences as an investment banker in the City of 
London in the 1980s and 1990s, including events during a business 
downturn: "... during one of the periodic downturns that hit the City, my 
employer at the time took to firing women first, because They don't have to 
pay the mortgage, ' a senior manager conceded to me in a staggering display 
of sexism and paternalism rolled into one. " Among a series of press reports 
reviewed by R. Davies (2004) was an article by Griffiths (2003), who reported 
that a female former City of London media analyst received compensation 
from her ex-employer, in a private out of court settlement, after claiming the 
investment bank pursued a policy of sex discrimination against her and did 
not pay her as much as male colleagues. UK Employment Tribunals 
accepted for investigation 11,726 claims of sex discrimination in 2004-5, 
14,250 in 2005-6, and 28,1531 in 2006-7 (http: //www. 
employmenttribunals. gov. uk). 
The concept of the 'glass ceiling' preventing women from reaching the top of 
organisations, was first aired in 1987 (Morrison et al., 1987) but appears to 
be almost as impenetrable as ever. In February 2007 it was reported that 
only 10% of directors of FTSE 100 companies were women, whereas women 
occupied 24% of top jobs in the public and voluntary sectors (Equal 
Opportunities Commission, cited in the Guardian, 23rd February 2007). Such 
discrimination may be considered to amount to stigma because it appears to 
derive from perceptions of women as less capable than men of performing 
senior jobs, in spite of the absence of any evidence to support such 
evaluations. 
In addition, there is evidence that male workers are stigmatised in certain 
environments. An example is nursery (childcare) work (Rolfe, 2005). The 
UK's Daycare Trust (2004) has reported that 97.5% of the childcare 
workforce is female, a gender imbalance exceeded only by secretaries and 
personal assistants (99.1% female). The proportion of qualified nursery 
workers in the UK who are male has stayed at 1% for over ten years. In a 
review of the literature on men working in early childhood services, Cameron 
(2001) found that men working in early childhood care were repeatedly 
viewed with suspicion due to gender stereotyping of the childcare role 
' Enquiries have ascertained that the virtual doubling of these cases in 2006-7 was due to a 
series of 'class action' cases brought with the aid of various Trades Unions. 
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(female) and questions about men's motives for working in the field. Not only 
was there the predictable suspicion about possible risk of child molestation, 
but there was also doubt about whether they were entering the field primarily 
in order to rise to management positions, a pattern which has been observed 
in other traditionally female occupations such as hospital nursing (Whittock, 
Edwards, McLaran & Robinson 2002); further, their masculinity might be 
called into question because of "predominant ideas and assumptions about 
gender-appropriate caring" (Cameron, 2001, p. 445). 
3.4.3 "Dirty work" 
Stigma has been found to be attached to people doing certain kinds of work 
such as garbage collection or funeral work - "dirty work" (Ashforth & Kreiner, 
1999; Mills, Drew & Gassaway, 2007). Stigma can also `infect' people who 
work with stigmatised others, such as AIDS victims (Snyder, Omoto & Crain, 
1999), addicts (Poole Martinez, 2007), prison officers (Tracy & Scott, 2007) 
and even judges whose work involves dealing with criminals (Drew, 2007). 
Further, there may be stigmas which are totally `organisation-dependent': for 
example, in Britain in the last few years, any employee of an organisation 
which uses animals in the course of scientific research may have felt they 
had become stigmatised in the minds of the wider public (e. g. BBC News 
Online, January 2001). Another source of stigma in the work context is that 
of failure in the job, such as being associated with the bankruptcy of one's 
employer (Cannella, Fraser, Lee & Semadeni, 2002). 
3.4.4 Groups with protected employment rights 
Perversely, enhancing the employment rights of, for example, parents of 
young children, may have a stigmatising effect in that employers may be 
reluctant to take on younger people, mainly females, who present a possible 
risk of long-term absence without any obligation to return to work after taking 
their parental leave. The 2005 `Sage Heartbeat Survey', a regular survey of 
owners of small and medium-sized UK enterprises (SMEs) found that 69% of 
them believed that young women thought to be likely to start a family, were 
discriminated against in recruitment (www. sage. co. uk, 2005). Whittock et 
al., (2002) have argued that policies intended to be 'family-friendly' must 
target both sexes, in order to reduce the disproportionate percentage of men 
in higher grade and management positions. Increasingly, in the European 
Union for example, legislation is giving workers protection against dismissal 
or unfair treatment on the basis of characteristics - such as age, religion, 
sexual orientation - which may in some contexts be stigmatising (European 
Parliament, 2004). It remains to be seen whether this solves any problems or 
creates new ones. 
3.4.5 Physical illness or disability 
Even if the conditions do not prevent employment, illness and disabilities may 
lead to stigma within the workplace. McQuade (2002) found that, among a 
sample of college students, in a hypothetical situation, workers with 
rheumatoid arthritis were more negatively perceived than other workers (both 
healthy, and paraplegic) in terms of interpersonal job skills and job 
performance. Raetsepp, Oun, Haldre & Kaasik (2000) found that among 
unemployed epilepsy sufferers in Estonia, 63% considered that epilepsy was 
a significant reason for their unemployment, and over half the sample 
believed they had been unfairly treated at work because of their epilepsy, 
and felt stigmatised by it. Fong and Hung (2002) found that 22.5% of 
employers in Hong Kong would terminate an employment contract after a 
seizure in an employee with unreported epilepsy. AIDS/HIV has been found 
to stigmatise not only its sufferers themselves (e. g. Leiker, Taub & Gast, 
1995; Weitz, 1993) but those who work with them (Snyder, Omoto & Crain, 
1999). Physical disability has been found to be stigmatising in general (e. g. 
Hebl & Kleck, 2000) but also in the workplace (e. g. Loo, 2002,2004). 
3.4.6 Mental illness 
Like physically disabled people and people with AIDS/HIV, those with mental 
health problems have to face not only the condition itself but the prejudice 
and stigma associated with it. This adds a layer of stress to the original 
conditions which may have exacerbated the mental health problems in the 
first place. Marsh's (2002) study revealed that people who had suffered from 
stress-induced mental health problems reported various difficulties at work 
which could be classified as: "pressure to cope; threat to identity; respect for 
diversity; and altered realities" (Marsh, 2002, p. 3). Britt (2000) researched 
the stigma of psychological health problems in the US military, among 
service members returning from the peacekeeping force in Bosnia. The 
study showed that to admit a psychological problem was much more 
stigmatising, in the military context, than admitting a physical health problem. 
This was associated with a lower likelihood of seeking help for a mental 
health problem, compared with a physical health problem. 
3.4.7 Other physical characteristics 
Other physical characteristics may also confer either advantage or 
disadvantage in the workplace. Judge and Cable (2004) found that short 
stature was a disadvantage in the workplace, and taller people consistently 
earned more than shorter ones even when controlling for gender, weight and 
age. Each inch in height led to nearly $800 more in pay per year, and tall 
stature was associated by supervisors with greater job effectiveness, and 
also with measures of work performance such as sales volume. Register and 
Williams (1990) found a similar effect on the earnings of young obese 
women, though not for young obese men; and obesity is another condition 
which leads to stigmatisation in the workplace, especially since obese people 
are generally believed to be responsible for their own condition (see review 
by Bell, McLaughlin & Sequeira, 2004; also Roehling, 1999). A survey of 
managers in small and medium-sized companies (SMEs) found that 64% 
thought obesity was "a serious issue in the workplace" and 54% thought 
obese staff were "more likely to take sick leave" (Nuffield Proactive Health, 
2007) -a finding which suggests a specific reason why obesity may be 
stigmatised at work. Miller and Myers (1998) have discussed how 
overweight people may behave in ways which compensate for the prejudice 
they experience in workplaces and elsewhere, and protect their self-esteem 
even in situations where they are aware that others are prejudiced against 
them. Bell et al. (2004) have pointed out the parallels between the workplace 
stigma afforded to obese people, disabled people and older people, in spite 
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of evidence for all these groups that the stigmatised condition does not affect 
capabilities (except in jobs where maximum fitness and mobility are strict 
requirements of the job - such as flight attendants). 
3.4.8. Smoking 
The habit of smoking was found by Lowe, Gilbert and Hannan (1998) to be 
stigmatising within organisations, in that smokers were rated lower on job 
appraisals than non-smokers on four out of nine job performance measures, 
after controlling for age, race and gender. This stigma from smoking 
appeared to cause smokers to be perceived as less competent, less 
dependable and having less satisfactory working relationships with others. 
3.4.9 Age 
Turning now to age as a potentially stigmatising condition, as discussed 
earlier in Chapter 2 there is also considerable evidence that older people are 
stigmatised in the workplace: several surveys have been conducted which 
repeatedly reveal 'ageist' attitudes towards older workers, even though these 
may sometimes be ambivalent and contain some positive evaluations (e. g. 
Jones 2000; Loretto, Duncan & White, 2000; Taylor & Walker 1994). In 
terms of the relationship between such attitudes, and the actual stigmatising 
of older workers, it is relevant to cite again the work of Platman and Tinker 
(1998), who in a study of the BBC, found evidence which was felt to "point 
conclusively to the systematic targeting of older workers for early exit" (1998, 
p. 527); and the work of Grossman (2005) indicated how an American 
organisation (Gulf Aerospace) in effect conspired to exclude older workers. 
Levy and Banaji (2002) have reviewed the evidence that, as with race, age 
prejudice may be subconscious. But there is an interesting difference about 
ageism: quoting Anne Karpf (The Guardian, 15th December 2007) again 
"People compare ageism to sexism and racism but there's a crucial 
difference: most men aren't ever going to turn into women, or whites into 
blacks. How strange that we stereotype and stigmatise the very group that (if 
we're lucky) we're eventually going to join. " 
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3.5 THE ORIGINS AND FUNCTIONS OF STIGMA 
Some of the few writers to address the issue of why certain groups may be 
stigmatised and may therefore be the butt of prejudice and discrimination, are 
Stangor and Crandall (2000) and Stephan and Stephan (1985,2000). The 
Stephans have contributed a valuable examination of the different types of 
threat and their relationship with prejudiced attitudes and potentially 
discriminatory behaviour towards certain social groups, such as Mexican 
immigrants, women and men, Rwandan refugees, and the beneficiaries of 
affirmative action (Stephan & Stephan, 2000). However, the Stephans really 
dealt only with the issue of threat as possible cause of such prejudices, 
whereas Stangor and Crandall (2000) while covering the issues of threat, 
have produced an overarching theory of stigma aetiology which covers not 
only why certain groups may be stigmatised, but how that stigma spreads 
through other (contiguous) social groups in terms of perception and 
consensus. In this section the work of these writers will be put together in an 
attempt to provide a complete framework within which the issue of prejudice 
against, and potential stigmatising of, older workers, can be examined. Table 
3.2 below shows how the theories may be viewed. In their review of theories 
of stigma, Stangor and Crandall (2000) asked the questions: "Where does 
stigma come from.... what is stigmatizing, and why? " (p. 62). Their analysis 
suggests that attempts to find social psychological explanations for the 
aetiology of stigma can be divided into three groups: functional, perceptual 
and consensual. This seems a useful division, and will be followed here, 
although the content of the groups of theories has been expanded somewhat 
by incorporating the work of Stephan and Stephan (1985,2000). 
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TABLE 3.2 
Stigma Origin: Types of Theories 
Type of Theory What it says 
Functional Theories Stigma as providing some benefit to those who 
stigmatise 
Type of Benefit Provided 
Cognitive economy/ miser Downward comparisons Threat 
Simplify social perception Protect self-esteem by 
- 'realistic' threat: inc. physical e. g. by stereotyping comparing against 
' ' dangers, and health threats outgroup seen as 
worse' than one's own - symbolic threat: differences in 
moral values, attitudes etc. 
-'terror management': avoiding 
reminders of own mortality 
- intergroup anxiety: fear of 
embarrassment, social 
discomfort 
- negative stereotyping: drawing 
on established negative views of 
'outgroup' 
Perceptual Theories Belief creation theories: how categorizing 
individuals may lead to group stereotypes: illusory 
correlation, 'kernel of truth' 
Accentuation theories: exaggeration of perceived 
differences between groups 
Consensus Theories Processes by which beliefs, or stereotypes, 
become consensual within a culture: cultural 
norms, role of media, (Social construction, and 
social representations could perhaps be added. 
Derived from work of Stangor & Crandall (2000) and W. G & C. W. Stephan (1985,2000). 
3.5.1 Functional theories 
Functional theories assume that stigma forms an instance of people using 
stereotypes in social perception in order to gain some kind of benefit, and 
Stangor and Crandall (2000) have suggested that stigmatisation may serve 
three main functions. 
The first possible function is that stereotypes in general are used in order to 
simplify the processes of social perception, on the basis of the 'cognitive 
miser' or 'cognitive economy' principle (e. g. Allport, 1954; Ford & Stangor 
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1992; Macrae, Milne & Bodenhausen 1994; Turner et al., 1987). The 
argument implies that, to the extent to which stigma is seen as a particular 
case of stereotyping, stigma can also serve to facilitate social perception, 
mainly in relation to out-groups which are devalued for some reason. 
However, such an explanation does not produce that reason: it does not 
account for why particular characteristics or groups are stigmatised, or 
devalued, in particular contexts. 
Second, there is the view that stigmatisation of relatively devalued out-groups 
may lead to the enhancement of self-esteem and protection of one's 
threatened identity through 'downward comparisons' (e. g. Brewer, 1979; 
Wills, 1981). In order to protect group identity, comparisons may be made 
between one's own group and another 'out-group' with whom it may be 
relevant to compare. The stigmatising of older people at work may be a 
response to some perceived threat to in-group identity, as postulated by 
Social Identity Theory (Tajfel, 1981; Tajfel & Turner, 1986) which, as 
mentioned earlier (Ch. 2), has been discussed in relation to organisations by 
Ashforth and Mael (1989) and Hogg and Terry (2000). In the case of 
workplace groups (which may range from a small working group to a whole 
organisation), does the quest for positive distinctiveness and the desire to 
'feel good' about one's workgroup, lead to stigmatising of those who for some 
reason - in this case age - do not 'fit' the desired image of the group or 
organisation? Again, however, it does not explain why a particular out-group 
is chosen for the downward comparison. 
Central to most theories of the origins of stigma is the concept of threat, 
either to the individual or the culture, and the third type of function of stigma 
suggested by Stangor and Crandall (2000) was that stigmatisation protects 
the self, or one's social group, from possible danger, using the physical 
features, or behaviour, of others as a way of identifying some kind of threat 
(Zebrowitz, 1997). This may, in some geographic and historical contexts, 
have had survival value as a practical way of protecting oneself, such as 
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quickly identifying a member of a different and potentially hostile tribe. In 
other historical contexts this could provide a defence against contact with 
sufferers from some disease with visible signs, such as smallpox or leprosy. 
As such, it is one type of what might be called 'realistic threat', one of the 
types of threat included in the Stephans' "integrated threat" theory (Stephan 
& Stephan, 2000), which may be applied to explain prejudice against 
stigmatised groups. They included four types of threat in their 'basic threat 
model': realistic threats, symbolic threats, intergroup anxiety, and negative 
stereotypes. 
"Realistic threats" have been so called in the sense that in some cases, it is 
reasonable and "realistic" to believe that certain groups might compete for 
scarce resources. "Realistic conflict" theory (Sherif, 1966) related to 
intergroup conflict and competition for resources such as territory, political 
power, or wealth (e. g. Bobo, 1988; Sherif, 1966). Stephan and Stephan 
(2000) used a broader focus, and would include under "realistic threat" any 
threat to the welfare of a group and its members. They emphasized that it is 
the perception of a threat as being realistic that matters, rather than whether 
it is accurate to perceive it that way. Such threats could include any aspect 
which is seen to pose a potential, and real, danger to an aspect of life such 
as health, wealth, safety, or social status (Schaller, 1999 as cited in Stangor 
& Crandall, 2000). In Britain, in the mid 2000s, the issue of illegal 
immigration and 'asylum seekers' is perceived as a threat by many people. 
With these feelings being fomented by certain sections of the media, these 
visitors are thought to be threatening to employment, public order and even 
health, and are stigmatised within sections of British society as a result. As 
for older workers, it could be that they are seen as constituting a threat in 
terms of competition for employment, particularly when jobs are scarce or 
downsizing is needed, with some people perhaps arguing that younger 
people, as a category, are more in need of the job opportunities. 
"Symbolic threats" are another type of "danger" from which groups might feel 
the need to protect themselves, arising from intergroup differences such as in 
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morals, values, beliefs, attitudes, or standards. Such differences may 
threaten the way in which a group views itself and its environment - 
sometimes called its "world view". Beliefs about differences in moral outlook, 
standards and beliefs may underlie prejudice against people of differing 
ethnic or religious groups: for example, that hostility of some White 
Americans to African Americans derives from a belief that the latter might not 
share certain values such as self-reliance, or the work ethic (Kinder & Sears, 
1981). Homosexuality has also been seen at times as threatening to 
people's beliefs, ideals, values, or view of the world (e. g. Leiker et al., 1995). 
Thus, people who differ from the cultural norm of a society may be 
stigmatised because of their perceived violation of that society's cultural 
values or behavioural customs (e. g. Verkuyten, 2001). Christensen, 
Rothgerber, Wood and Matz (2004) have examined how, among people who 
identified strongly with a group, other group members who conformed with 
the group's norms aroused more positive emotions than did those who 
violated the group's norms. 
These mechanisms may well apply within organisations as well as within 
national cultures. For example, insofar as women pose a threat to men 
within an organisation, especially if women are in a minority, they may be 
stigmatised because they either violate the norms of maleness (and any 
other associated norms), or, by being 'women in a man's world', they may 
violate society's norms for women and therefore be stigmatised on that basis. 
Nesic (2007) found that working mothers in Australia were considered in the 
workplace to violate the norms of a committed worker, and outside the 
workplace, to violate the norms of being a good mother. 
In an organisational setting, insofar as organisations can be said to be, or to 
possess, cultures (Hofstede, 1991), it seems likely that categories of people 
may at times pose a 'threat' to a whole organisation's culture or to that of 
groups of people (e. g. working units, teams, branches) within the 
organisation. Hence we may hypothesize that symbolic threat could arise 
from circumstances which disturb the 'status quo' or the entrenched interests 
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and cultural mores of that organisation or a particular sub-group within it. In 
this way, any person who did not fit some pre-existing norm might be seen as 
different, threatening and therefore become stigmatised. Beaton, Tougas 
and Joly (1996) found that male managers felt more threatened by the 
presence of female managers, the greater the proportion of female managers 
they perceived there to be in an organisation (and this was also linked to 
more strongly neosexist views). In the case of older workers, it seems 
possible that, in the face of the widespread stereotypes such as of their being 
less energetic, or less open to change, that assumed age differences in 
work-related values and priorities might be seen by managements as 
dangerous or threatening to the culture of the organisation. Indeed, Bell et 
al. (2004) have discussed how this seems to occur in relation to people who 
are obese, disabled or older, within organisations, and have pointed out that 
"the dominant group in the workforce (is].... younger White men without 
disabilities who are not overweight" (p. 199). 
This could also be considered to relate to the concept of 'system justification' 
or 'hierarchy-legitimating myths', that is, that the disadvantaged position of 
stigmatised groups in society may give rise to beliefs which attempt to 'justify' 
such lower position in terms of the stigmatised groups being somehow less 
deserving of respected status (Pratto, Sidanius, Stallworth, & Malle, 1994): 
this would be a case of the stigma causing the threat, rather than vice versa, 
in that the disadvantaged position of the stigmatised groups might pose a 
'moral threat' to society, unless it could somehow be rationalised in terms of 
their actually being less deserving, and of inferior status for good reason. 
'Terror management' (Solomon, Greenberg, & Pyszczynski 1991) is also a 
possible function of stigmatisation; terror management theory states that 
becoming more aware of one's own mortality leads to anxiety, and a wish to 
confirm one's own world view, and may therefore lead to the avoidance and 
derogation of those who are felt to threaten that view. Thus terror 
management could be regarded as an attempt to control one's own feelings 
of fear or vulnerability, and indeed such feelings could be called another type 
of threat. This has been related to the stigmatising of for example people 
with bodily deformities and other visible stigmas (see Biernat & Dovidio, 
2000, for a discussion). Drawing on research by Solomon et al. (1991) and 
Collette-Pratt (1976), Zebrowitz and Montepare (2000) discussed this issue 
in relation to the stigmatisation of older people. They claimed that the 
presence of older people might exacerbate the anxiety of younger people 
about ageing and their own mortality, and hence may "challenge the meaning 
that is imposed on existence in Western culture, where people are viewed as 
being in control of their own destiny and as deriving purpose in life through 
their work" (p. 360). Part of this may also be a sense of revulsion at the 
ageing process, inevitable but feared. De Beauvoir (1970) quoted the 13th 
century thinker Roger Bacon as regarding old age as a disease; the decay 
brought by ageing on the human body may arouse fears similar to those of a 
disfiguring or disabling disease (e. g. Kleck & Strenta 1980; McQuade 2002; 
Raetsepp, Oun, Haldre & Kaasik 2000). Similar arguments, in terms of 
avoiding reminders of vulnerability, could be applied to the stigmatising of 
some disabilities and illnesses, or the avoidance of people who have recently 
suffered a disaster such as a bereavement. 
However, the term 'terror management' appears rather strong, in terms of 
contact with people who may be older but are still of working age, when in 
many cases all we may be talking about is a slight sense of social discomfort, 
or embarrassment, perhaps occasioned by the lack of obvious common 
ground as a basis for conversation or other social contact. If we tone down 
the language in this context, we can perhaps view terror management as an 
extreme form of the intergroup anxiety described by Stephan and Stephan 
(1985,2000) as the sense of threat that people may feel, in the context of 
intergroup interactions, because they are concerned about "possible negative 
outcomes for the self, such as being embarrassed, rejected, or ridiculed" 
(Stephan & Stephan, 2000, p. 27). "Intergroup anxiety" is the third type of 
threat included within the Stephans' integrated threat theory of prejudice. 
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'Threat' may also at times seem too strong a word, but it does seem possible 
that stigma may in some cases arise from a condition or identity which 
provokes some kind of feeling of 'discomfort' in certain social contexts. For 
example, feelings of 'discomfort' or anxiety in relation to the employment of 
disabled people have been investigated by MacLean and Gannon (1995) and 
Loo (2004). While Loo's findings were complex, those with low discomfort in 
social interactions with disabled people generally, were more positive about 
working with disabled colleagues or supervisors. Resistance to equal gender 
opportunities legislation in the 1970s was sometimes expressed in terms of 
worries that females would threaten the camaraderie of males within a 
workplace, and would cause expense and disruption in terms of needing 
facilities such as separate washrooms. 'Mixed interactions', that is, social 
interactions between non-stigmatised and stigmatised individuals, have been 
discussed as giving rise to "awkward moments" which produce anxiety, and 
may lead to a desire on the part of both types of people to avoid such 
encounters (Hebl, Tickle & Heatherton, 2000). With reference to physical 
disability, Snyder, Kleck, Strenta and Mentzer (1979) described how research 
participants would avoid sitting with a disabled person if they could do so 
without acknowledging the disability as the reason for their avoidance, and it 
seems intuitively quite likely that a certain anxiety might prevent people from 
feeling completely 'comfortable' talking to a person of a different ethnic 
group, or with a disability. In relation to older people in the workplace, once 
again it could be possible that some kind of sense of social distance, or 
uneasiness about communication, would hamper a younger person's feeling 
entirely relaxed in talking to someone of an older generation. However, in 
the context of an organisation in which both parties are employed, it seems 
possible that the shared organisational identity might overcome any such 
obstacle. 
The fourth type of threat examined by Stephan and Stephan (2000) and 
included in their integrated threat approach arises from negative stereotypes. 
Researchers such as Eagly and Mladinic (1989) have found relationships 
between stereotypes about, and attitudes towards, social groups. It seems 
reasonable to assume that if the stereotypes about a social group are 
consistently negative, at least in certain contexts, that the group might then 
be perceived as threatening in those contexts, since the stereotypes do 
influence expectations about the behaviour, or capabilities, of people in the 
stereotyped group (Hamilton, Sherman & Ruvolo, 1990). In the previous 
chapter we have examined the nature and extent of negative stereotypes 
about older workers, and given those stereotypes, such as that older workers 
are resistant to change, have trouble acquiring new skills, and lack energy, 
the basis for discrimination in employment, and possible stigmatisation, can 
be seen. Such stereotypes have been found in the past to damage the 
employment prospects of other groups, such as women and ethnic 
minorities, as we have discussed elsewhere in this thesis. 
While the impact of the various types of threat varied according to the 
population being researched and the group which was the target of prejudice, 
the Stephans repeatedly found evidence which seems to confirm the 
connection between perceiving such threats and being prejudiced against the 
relevant outgroup (summarised in Stephan & Stephan, 2000). Hence given 
that stigmatising a group can be viewed as an extreme form of prejudice (as 
discussed earlier in this chapter), the connection between these threats, and 
stigma, can readily be made. 
However, although explanations of stigma invoking the concept of threat 
seem to be intuitively plausible, one needs to be cautious not to attempt to 
understand all instances of stigma as a response to threat, for the following 
reasons. First, there is a risk that unless threat can be defined independently 
from stigma, we generate circular explanations: we need to define what it is 
that is threatened, if an organisation employed persons from a stigmatised 
group, such as disabled, obese, or older people. Second, any explanation of 
the origins of stigma must be able to account for both the specificity of the 
stigmatised group or quality of the individual and its temporal (historical) 
specificity ('Why that condition, and why is it a threat now when it wasn't, 'N' 
years ago)? '). Third, it may be that threat is not the origin but rather the 
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consequence of the stigma: that is, the perceived threat may be a cognitive 
and/or an emotional response to the stigmatised person/group which is 
learned through socialisation processes within the particular culture ('People 
like us reject [type of person, e. g. gypsies] therefore they are a threat'). 
Fourth, there are instances in which, although stigma is associated with 
some sort of emotional discomfort, it may be too difficult to understand why 
the stigmatised group could realistically be perceived as threatening: for 
example, people with disabilities which may not affect either their appearance 
or their work function - such as epilepsy, or leg amputation. In the case of 
age in the workplace, it is not immediately clear why, if a person reaches a 
certain threshold age, they might begin to be seen as posing a threat, when 
they did not do so before that. 
3.5.2 Perceptual theories 
Perceptual theories of stigma generally develop from the assumption that it is 
through categorizing individuals, based on direct observation, that group 
stereotypes emerge. Stangor and Crandall (2000, p. 68) have called these, 
therefore, "belief creation theories". The `illusory correlation' approach 
(Hamilton & Rose, 1980) suggests that minority groups and negatively- 
valued behaviours become associated because both are less frequently 
found. For example, Kanter (1 977a) argued that the lower the proportion of a 
particular group within an organisation, the more individuals in that group are 
regarded as `typical examples' of their social category - such as women, 
Black people, or disabled people. 
The 'ecological' approach proposes that physical characteristics do provide 
useful and potentially accurate information about personality, and that 
resulting stigma does have a `kernel of truth' (e. g. Zebrowitz, 1997), though it 
may be 'overgeneralized' to stigmatise a category of people. No doubt, 
occasional examples can be found, of physical characteristics providing 
reliable evidence of an underlying 'stigmatisable' condition: for example, 
sufferers from Down's Syndrome are thought to be particularly discriminated 
against because they are "easily identifiable" (Carol Boys, chief executive of 
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the UK Down's Syndrome Association, cited in www. personneltoday. com, 
20.03.2007). But the 'kernel of truth' approach seems unconvincing and 
incomplete in the world at large, as a general basis of stigmatisation. Just 
because some blonde women may be stupid, does not make it reasonable to 
generalize 'dumbness' to all blonde women, when both men and women with 
any hair colour may be stupid. 
However, within an organisation it may be that members of a stigmatised 
group are selected because they fit the stereotype for that group, and the 
'kernel of truth' concept may have more application. For example, it is quite 
believable that in some organisations, junior clerical workers may be selected 
and valued for their appearance rather than their challenging intellectual 
skills. Thus if someone believes these workers are of only average 
intelligence there may be an element of truth in that: in such a case, it would 
also become a self-fulfilling prophecy in that future recruitment would 
probably seek workers who fit the same stereotype. In the case of age, it is 
quite possible (due to issues such as stereotype threat and self-stereotyping, 
as discussed in Chapter 2) that some older employees in certain 
circumstances may 'self-stereotype' in regarding themselves as less capable 
of adapting to organisational change, and may therefore actually resist 
change (e. g. Staufer, 1992, regarding adaptation to the use of computers). 
This could then become the 'kernel of truth' which is used as the basis for 
generalising change-resistance to all older workers. The stereotype threat 
phenomenon may also mean that older people cope less well with training 
designed to facilitate change (see Chapter 2), thus providing another 'kernel 
of truth' on which generalisations may be based. 
Perceptual accentuation theories are another class of perceptual 
explanations of the origins of stigma. They are based on the assumption that 
actual or (mis)perceived differences between members of 'ingroups' and 
'outgroups' become exaggerated in order to explain the way the perceiver 
categorises their world, which may, according to Social Identity Theory (see 
previous chapter), help the members of one group enhance their 'positive 
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distinctiveness' in comparison with a relevant outgroup. Tajfel's 'minimal 
group' experiments provide evidence of how this mechanism may work 
(Tajfel, 1970; Tajfel, Billig, Bundy & Flament 1971). 
Stangor and Crandall (2000) refer to physical features as sometimes 
denoting threat, quoting research which indicates that facial attractiveness 
(Zebrowitz, 1997) or baby-facedness (e. g. Borkenau & Liebler, 1992) can 
reduce perceived threat and therefore stigma. In contrast, deformities in 
appearance may produce physiological arousal which individuals may 
experience as aversion or disgust (e. g. Kieck & Strenta, 1980). Such 
feelings may link back to the desire for 'system justification', mentioned 
earlier, in that people may seek to 'justify' the negative feelings they 
experience, in terms of belief that such feelings are justified by the inferiority, 
in some way, of the people perceived in this way. 
3.5.3 Consensus theories 
These focus on the processes involved in how beliefs about stigma become 
consensual within a culture. Stangor and Crandall (2000, p. 69) argue that 
while functional theories "provide an initial impetus for stigma" and perceptual 
theories may explain how such stigmatising differences are accentuated, 
consensus theories explain how stigma becomes a socially shared 'way of 
seeing' certain groups of people in society. These consensus mechanisms 
may include communication processes such as cultural norms transmitted 
within a society, and information emanating from the media, including 
humour. Examples include racism in South Africa (Pettigrew, 1959); sexist 
humour (LaFrance & Woodzicka, 1998); and ageist depictions of older 
people in television advertising (Carrigan & Szmigin, 2000). If we substitute 
the word 'organisation' for 'culture' in the previous sentences, we may 
perhaps start to see how consensus theories may be applicable to stigma 
within organisations: individuals may be judged - and rejected, as differing 
from organisational norms - on the basis of social stereotypes which are 
irrelevant to their organisational role, and if these characteristics are actually 
or potentially stigmatised - such as being from a racial minority, being 
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disabled, or being over a certain age - the stereotype perpetuates itself and 
the stigma may persist. Conversely, recruits to a particular type of role may 
be chosen precisely because they do fit the organisational stereotype, or the 
prototype for that particular job (Hogg & Terry, 2000), thus shoring up the 
perceptions which lead to the consensus. 
3.5.4 Limitations of these explanations 
A severe drawback of all the above types of explanations of the origins of 
stigma - functional, perceptual and consensual - is that they can only offer a 
partial explanation of why certain individuals or groups are stigmatised in 
particular contexts. Recognising this, Stangor and Crandall (2000) proposed 
an overarching theory of the aetiology of stigma which includes all three 
components: function, perception and social sharing. They claimed that 
dealing with a perceived threat is the most important function served by 
stigmatisation and that "this initial function is then accentuated through 
perception and subsequently consolidated at a social level through social 
sharing of information". The result is "a sharing of stigma, such that 
stigmatisation becomes part of the society that creates, condones and 
maintains such attitudes and behaviour" (2000, p. 73). While Stangor and 
Crandall (2000) did not perhaps include all the possible types of threat in 
their argument, by augmenting it with the further threats identified by Stephan 
and Stephan (2000) as discussed in section 3.5.1, a more complete stigma- 
based approach results, with potential for explaining the prejudice and 
discrimination against older workers. 
3.6 AGE-RELATED THREAT AND STIGMA IN THE WORKPLACE 
Why does stigma arise in the workplace, and what function may it serve, if 
any? At the time of writing (the mid-late 2000s) there is increasing emphasis 
on diversity as a factor within organisations, as well as within national 
cultures. What is 'diversity' assumed to encompass? Recent publications on 
the topic of diversity within organisations, and the psychology thereof (e. g. 
Cox, 1993; Konrad, Prasad & Pringle, 2006; Stockdale & Crosby, 2004) have 
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included the following dimensions as part of diversity: race; gender; sexual 
orientation; disability; social class; age; appearance, including obesity. To 
this list we may add religious beliefs, and parental status, which, in the UK, 
have been added to the list of dimensions upon which discrimination in the 
workplace is outlawed, and/or rights are protected (see www. acas. org. uk). 
Having considered the main explanations put forward by social psychologists 
for the origins of stigma, it is perhaps easy to see how increasing diversity 
may lead to stigmatisation of the very people it tries to embrace. It is 
possible, or even likely, that people who are stigmatised in the wider society 
are also perceived as threatening within an organisational context: but a 
stigma framework seems potentially useful for examining the treatment of 
other groups, such as older people, within the special context of 
organisations. 
If indeed older workers are stigmatised, what may be the origin of such 
stigma, and do 'threat' approaches such as those of Stangor and Crandall 
(2000) and Stephan and Stephan (1985,2000) provide satisfactory 
explanations of how a stigma develops in relation to older workers? It is 
worth speculating for a moment on how the three types of stigma theory may 
be applied to them. In terms of the functional theories of stigma (see page 
93) it seems highly credible that classifying older workers on the basis of 
stereotyped views may serve the purpose of 'cognitive economy' when it 
comes to, for example, compiling a short list of candidates for a job, or 
deciding whom among a workforce is to be made redundant. In terms of 
downward comparisons (Wills, 1981) it seems entirely possible that people 
who are for example promoted to a certain level of management at a certain 
age, may say to themselves `At least I got there before [other person] did'. In 
terms of the function of protecting the social group (e. g. the organisation, or 
the working team) from realistic threat, it is possible that the stereotypes of 
older workers as having less energy, or being resistant to change, may 
militate against their being favourably considered for inclusion. In terms of 
'moral' or 'symbolic' threat, it again seems possible that such assumptions 
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(based on socially shared stereotypes) could lead to their being seen as a 
threat to the values, and indeed also productivity, of an organisation or 
working group. In industries whose business is based upon innovation, steps 
might be taken to exclude from the workforce anyone who was perceived as 
resisting change, or being incapable of imagining new ways of doing things. 
Ageist attitudes towards and assumptions about older workers (such as 
reported in the surveys cited in Chapter 2 e. g. CIPD/CIM 2005, DWP 2001) 
may lead to negative views about their competence, energy or commitment 
and to their being perceived as less likely to contribute to the success of a 
working group or team. Hence it is hypothesized that older people at work 
may be viewed as a threat to achievement of ingroup-defining goals (O'Brien 
et a/., 2004) and this could be conceptualised as a type of 'moral threat' 
(Stangor & Crandall 2000, pp, 78-79). This would also potentially form a type 
of realistic threat in terms of competition for resources, in that if older people 
are sharing in the rewards obtained through work, yet are thought (correctly 
or otherwise) to be contributing less to the achievement of such rewards, this 
might be interpreted as a threat to the fair distribution of resources in terms of 
salary or bonuses. 
Another conceptualisation of threat which could possibly apply to older 
people at work stems from the fear of the greater maturity, experience, and 
expertise of older workers, which may be related to a fear, or discomfort, 
among some managers about supervising someone older than themselves 
(e. g. Shore et al., 2003). 
It also seems possible that in relation to `terror management' (Solomon at al., 
1991) younger decision makers in an organisation might want to avoid 
employing people of an older generation, whose age might be close to that of 
their parents. Also, inter-group anxiety might arise in relation to social 
contact between younger and older workers, in terms of the relative ease or 
difficulty of communication between people of different generations. There is 
plenty of evidence (discussed in Chapter 2) of the existence of negative 
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stereotypes of older workers, and once again it is plausible to suggest that 
these have an impact on their perceived attractiveness as employees. 
Looking at the perceptual theories (again, see page 101) it once again seems 
quite possible that phenomena such as 'illusory correlation' (Hamilton & 
Rose, 1980) and 'kernel of truth' (Zebrowitz, 1997) may apply to the case of 
older workers in an organisation. Older workers might, for example, be 
clustered in certain departments performing certain functions, which could 
lead to the assumption that they were not suitable for performing other 
(perhaps more demanding) functions; and it could well be that some older 
workers were, for instance, resistant to organisational change, which might 
lead to all older workers being perceived as such, on a 'kernel of truth' basis. 
In terms of the consensus theories of how stigma is spread throughout an 
organisation, once again it is quite likely that organisational culture and 
norms may exist which lead to certain types of workers being seen as 
unlikely to 'fit in', and in the case of older workers, the stereotypes, such as of 
their supposed incompetence, or outdated skills are once again relevant in 
that they appear to be widely accepted within the relevant strata of 
organisations (e. g. see CIPD/CIM 2005; DWP 2001; Lyon & Pollard 1997; 
Taylor & Walker 1994). Because of their prevalence, such perceptions can 
also perform the function of a 'hierarchy-legitimating myth', and provide 
'justification' for dispensing with the services of older workers. The constant 
media debate, at the time of writing (October 2007), about Sir Menzies 
Campbell's (aged 66) suitability for leading Britain's Liberal Democrat Party, 
was based mainly on constructions of his age, spread by media comment, 
as making him unsuitable for such a demanding role as leader of a significant 
political party. 
Hence, it can be argued that workplace ageism is an example of stigma, as 
in the ways mentioned above, certain features and manifestations of 
workplace ageism seem to fit in to a stigma framework in terms of labelling of 
individuals as older, negatively valuing them and their contribution, and 
viewing them as a threat in various potential ways. This however still begs 
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the question of why older people are (if indeed they are) viewed as not fitting 
the desired image of the in-group, which leads back to the question of 
'threat'. In the discussion above, various possible sources of threat are 
suggested, but as yet there is no firm evidence about the nature of the threat 
which older workers might be thought to pose, or why such a threat might 
matter to organisations now, more than it did in the past. 
3.7 STIGMA - THE TARGET'S VIEWPOINT 
3.7.1. Introduction 
This chapter will now discuss the potential effects of age stigma on older 
workers in organisations, and the ways in which they may deal with the 
resulting experience, beginning with a discussion of the issue of the effect on 
the stigmatised person, of that stigma and the associated prejudice. 
What is it like to be the target of prejudice? What effect does it have on the 
person, in terms of their self-esteem, self efficacy and, in the work context, 
their performance of their jobs? Are stigmatised people even necessarily 
aware of the prejudice they may attract? If so, what strategies might they 
deploy to deal with the prejudice? These are some of the questions which will 
be addressed in this section, and which will be examined particularly in 
relation to the available evidence about older people in the workplace. 
3.7.2 Effects of stigma on the targets 
The frequent assumption that stigmatised individuals' self-evaluation is likely 
to be affected by stigma emanates mainly from symbolic interactionism. 
Symbolic interactionism argues that that the way we think other people 
perceive us will affect the way we perceive ourselves (Blumer, 1969; Cooley, 
1902; Mead, 1934). As we become socialised, we become aware of the 
attitudes prevailing in the society in which we live, about various attributes, 
objects, or (groups of) people, and we may adopt and internalise these 
beliefs in the form which Mead (1934) called the "generalized other". It is 
therefore assumed that stigmatised persons, either through day to day 
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interactions or because of the collective representations dominant in their 
social environment, are made aware of, and internalise, the negative 
evaluations that society holds about the stigmatised attribute they possess or 
the stigmatised group they belong to. This, in turn, it is argued, leads to 
negative self-evaluations (Crocker & Quinn, 2000: Goffman, 1963). 
Following this line of reasoning, what effects might we expect stigma, and the 
associated prejudice, to have on its 'targets'? Various types of effects have 
been suggested, and sometimes found, such as: increased stress; negative 
effects on self-esteem; reduction of self-efficacy; effects on the ability to 
perform various tasks, if of a type which one's group is supposed to lack the 
ability to perform; and general confidence and quality of life. Some theorists 
have claimed that, given the plethora of information one receives about 
oneself, whether stigma has an effect on self-evaluation will depend on the 
significance placed on, and attention paid to, particular sources and types of 
information. Individuals may possess a number of different identities and 
therefore the relationship between stigma and self-evaluation is likely to be 
moderated by the importance the stigmatising attribute or identity has for the 
individual's self-concept (Bruffell & Lyons, 2003; Roccas & Brewer, 2002). 
Equally, there has been research which has specifically disconfirmed 
hypotheses that stigma leads to such negative effects on its target. This 
evidence will now be briefly reviewed. 
3.7.3 When may stigma affect the target? 
For a stigmatised condition to have an effect on the target person or group, 
and then for the target to have any response, implies: first, that they are 
aware of being labelled as a member of a stigmatised group; second, that 
they know, or believe, that the condition is generally stigmatised; and third, 
that they accept the label at least as far as realising that others might well 
see them that way (whether they see themselves that way, or not). 
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a) Awareness of being labelled as one of a stigmatised group 
The issue of labelling of stigmatised persons was formalised by Scheff 
(1966), in relation to psychiatric patients, as "labeling theory", proposing that 
if a person from a- presumably non-obvious, otherwise the label would not 
be required - stigmatised group became aware of, and accepted, being 
labelled as belonging to that group, it would lead to their adopting the social 
role, and internalising society's expectations, of members of that stigmatised 
group, and hence to perpetuation of their stigmatised illness. Link and 
colleagues (Link, Cullen, Struening, Shrout & Dohrenwend, 1989) 
propounded a modified version of this theory - the "modified labeling theory 
approach" - which introduced the element of the individual's response to 
being labelled as having a stigmatised status, in terms of interaction with 
others. Both these versions of labelling theory therefore include the 
assumption that having a stigmatised condition, or belonging to a stigmatised 
group, does have an effect on the 'target'. Link et al. (1989), in particular, 
spelled out that there would be "negative consequences for self-esteem, 
earning power, or social network ties" (p. 402). This is an issue which has led 
to a body of research examining the effects of stigma on the target, and the 
target's response to that stigma. 
b) Awareness that the condition is stigmatised 
What evidence is there that members of potentially stigmatised groups are 
aware of the prejudice in society towards their group? To the extent that 
stereotypes of any stigmatised group are widely known within a culture, 
people in such groups may be vulnerable to reactions and behaviour arising 
from the stereotypes, and would also be expected themselves to be aware of 
the stigma. There is indeed evidence that certain stigmatised groups are 
aware of the stigma, and that being aware, directly affects them: for 
example, schizophrenic patients in Turkey (Ertugrul & Ulu§, 2004); deaf 
people (Jones, 2002); people in old age, especially if accompanied by 
conditions such as dementia (Corner, Brittain & Bond, 2004); people with 
epilepsy (Raetsepp, Oun, Haldre & Kaasik 2000); sex workers with 
HIV/AIDS (Berger, 2004); AIDS sufferers generally (Herek, 2002). Further, 
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if people with stigmatising conditions consciously try to `deal with' their 
condition, this presupposes that they are aware of its being stigmatised. 
c) Acceptance of the stigmatising label 
It seems to be possible to be aware, and even to accept, that society may 
view one as being part of a certain social group, and also to know that that 
group is generally stigmatised, without actually accepting the validity of such 
a view. Corrigan, Watson and Barr (2006) found that among sufferers from 
mental illness, awareness of public stereotyping was not significantly 
correlated with three key measures of 'self-stigma': stereotype agreement 
(that is, agreeing with the common public perceptions of a condition); self- 
concurrence (accepting that the cultural beliefs about a condition do apply to 
themselves) and self-esteem decrement (concurring with the cultural beliefs 
about a condition, leading to diminished self-esteem). Research among 
other stigmatised groups such as people with learning disabilities, teenage 
mothers, and people with brain injury, has shown that stigma leads to 
negative self-evaluations only for those for whom the label is central to their 
self-concept (Finlay & Lyons 1998,2000; Bruffell & Lyons, 2003), and those 
who have had more direct experience of rejection (Brown, Lyons & Rose, 
2006). In addition, Camp, Finlay and Lyons (2002) found that women with 
chronic mental health problems, while aware of the ways in which society 
might view them unfavourably, did not accept society's representations as 
valid accounts of themselves. Thus, they would construct, or reconstruct, 
their own identity in a positive light, and avoided internalising the negative 
views of society about them. These findings mean, in effect, that recognizing 
that one's condition or group membership is publicly stereotyped or 
stigmatised, is not a sufficient condition of accepting those stereotypes as 
justified, or of being personally adversely affected by them. 
Recently conducted literature searches reveal little evidence on this topic 
from domains other than mental health, however, so it remains an open 
question as to whether this type of strategy - of rejecting, or 'arguing with' 
what is taken to be society's perception of a stigma - has been used by 
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those in other stigmatised groups. Indeed, studies of `self-stigma' suggest 
that at least some members of disadvantaged groups do concur with 
`society's' views of them. Rybarczyk, Nicholas and Nyenhuis (199, p. 247) 
commented, on the basis of their research among individuals who had 
suffered leg amputations, that "some individuals with amputations express 
embarrassment, shame, or even revulsion about their own bodies" and 
"consciously hold negative attitudes about themselves". Recovering 
substance abusers also reported feelings of self-stigma, even though they 
were in treatment programmes (Luoma at al., 2007). With regard to age and 
work, Ray et a!. (2006) found that about 35% of people over 55 agreed with a 
statement that "As people get older they become less competent. " Irving et 
a!. (2005) reported that some workers over 50 believed "that they were too 
old or not bright enough to learn new things. -[they held] the belief that as 
you got older the brain was less receptive to learning new skills and 
information" (p. 33). We must therefore conclude that for the present, 
although it seems possible for stigmatised people to defend against stigma 
by rejecting the label, and negative construction, that society may put upon 
their condition, this does not always happen. 
3.7.4 What are the possible effects of stigma, on the groups affected by 
it? 
While recognising that people from stigmatised groups may have various 
ways (which will be discussed later in this section) of defending against its 
effects, we will first review some of the evidence that prejudice arising from 
stigma does actually affect its 'targets'. We will also look at the possible 
ways in which this might affect older people in the workplace and how older 
workers might deal with it. 
What aspects of self are affected by stigma? There is considerable evidence 
of the effect of stigma on the lives of stigmatised people. Stigma might well 
be expected to affect the psychological well-being of the stigmatised 
individual as well as their self-evaluation; it might be hypothesized to be 
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associated with low self-esteem, low self-efficacy, and general self- 
confidence, any of which might be manifested in terms of behaviour in social 
situations, and/or in relative success in performing various tasks or work. 
There is indeed some evidence of the effects of stigma on the stigmatised 
people themselves, in that they may accept the stigmatising view of society 
and agree, in some sense, with society's assessment of them as having 
diminished value; further, the issue of stereotype threat has already been 
discussed in relation to older people, in Chapter 2. Some examples will next 
be examined of stigmatised conditions and the evidence as to whether the 
stigma, as a negative label, affects any aspect of the individual's well-being, 
whether in terms of practical effects on their lives and opportunities, or in 
terms of psychological effects. 
First, looking at practical effects: Corrigan (2007) has summarised research 
on the "egregious effects of stigma" (p. 32) on people with mental illnesses, 
including housing, employment, and even quality of medical care, and 
suggested that people may choose not to pursue treatment if it would result 
in being labelled in ways which might be stigmatising and lead to such 
negative outcomes. Being deterred from seeking treatment is clearly one 
way in which potential stigma has impact on the lives of mentally ill people, 
even if by so doing they avoid other aspects of being stigmatised. In the 
case of obese people, Puhl and Brownell (2003) have catalogued the ways in 
which they are stigmatised in society, including within the domains of 
employment, healthcare, and education. Measurable effects have been 
reported in terms of the impact of obesity on earnings and work-based 
opportunities (Roehling, 1999; Rothblum, Brand, Miller & Oetjen 1990), 
though some of these may be mediated by socio-economic status and/or 
intellectual ability (e. g. Teasdale, Sorensen & Stunkard, 1992). In terms of 
age, the effects of advancing age on work and training opportunities have 
already been discussed in Chapter 2 (e. g. Fitzgerald et al., 2002). 
Social disadvantage. As well as these material impacts, stigmatised people 
may suffer disadvantage in social situations, perhaps due to a lack of general 
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understanding of their condition, and reliance on stereotypes or outdated 
information. For example, there is evidence of harassment and rejection of 
the overweight even at pre-school level (Cramer & Steinwert, 1998); and 
within organisations, it has been found that trainers may have negative 
expectations about trainees who are obese, and that this can lead to self- 
fulfilling prophecies about the effectiveness of such training (Shapiro, King & 
Quinones, 2006). Regarding age, a similar situation appears to exist as 
older people are regarded as resistant to developing new skills (as witness 
the surveys cited in Chapter 2) and may be denied training needed to update 
their skills (Fitzgerald et al. 2002; McDowall 2007). People with disabilities 
may also be treated unequally in ordinary social situations as well as in the 
workplace, for example, leg amputees (Rybarczyk et al. 1997). People with 
physical illnesses may suffer a variety of types of social rejection, especially if 
these are thought to be severe, or under the control of the sufferer (Crandall 
& Moriarty, 1995). Related to this is the finding by Martz (2003) that the less 
visible the disability, the more likely disabled individuals were to find 
employment, even though an invisible condition could potentially be as 
disabling as a visible one. 
Next, there is evidence that stigma may cause, or perpetuate, mental health 
problems: for example, obesity has been found to be associated with 
increased risks of suffering from depression, suicidal thoughts and actual 
suicide attempts (Carpenter, Hasin, Allison & Faith, 2000). Being a 
transgendered person has also been found to lead to mental health 
problems: in a 2007 UK survey, 35% of transgendered people reported 
having attempted suicide, and of course this survey does not record the 
views of those who succeeded (Whittle, Turner & AI-Alami, 2007). In relation 
to those already diagnosed with mental health problems, both Scheff (1966) 
and Link et al. (1987) refer to the negative effects on the psychiatric patient of 
being labelled, though Link et al. (1989, p. 402) 'spell it out' to a greater extent 
and express it in terms of "negative consequences for self-esteem, earning 
power, or social network ties" which in turn may inhibit recovery, and lead to 
a perpetuation, or repetition, of the disorder. 
Chapter 3 114 
Looking at specific types of effect on mental health, stress is one effect 
which might be expected to result, and while stress is a complex subject, 
Allison (1998) has reviewed the evidence that being a member of an 
"oppressed" social category (including, but not limited to, groups which are 
stigmatised) can cause considerable stress during the course of managing 
one's daily life. As Allison pointed out, definitions of stress have varied, but 
he used a definition from Cohen, Kessler and Underwood-Gordon (1995): 
stress as being "a process in which environmental demands tax or exceed 
the adaptive capacity of an organism resulting in psychological and biological 
changes that may place the individual at risk for disease" (cited by Allison, 
1998 p. 146). There appears to be evidence of stress being suffered by 
groups such as women, racial and religious minorities, and homosexual 
people, resulting from their membership of these categories. 
Efforts to conceal membership of a group which is, or could be stigmatised, 
can also cause stress or strain, on top of the stress which might be caused 
by the stigmatised condition itself. Concealment as a form of defence 
against stigmatisation will be discussed a little later, but Smart and Wegner 
(2000) have discussed the strain of trying to conceal an invisible stigma, 
including 'trying not to think about it', as a preoccupation which can produce 
its own particular stresses, a preoccupation which "may itself become a 
problem, as it can permeate judgments and behaviors" (p. 224). Wahl (1999) 
found that people with mental health problems tried to conceal their 
conditions and worried that if they failed to do so, unfavourable treatment by 
society would result. Martz's (2003) findings about the visibility of a disabling 
condition, and employment, mentioned earlier, would seem to justify such 
worries. This could potentially apply to all 'invisible' or 'concealable' 
stigmatised conditions: not only mental illness, but some physical illnesses 
of which the symptoms are not necessarily obvious, such as epilepsy, heart 
disease, or being HIV-positive (Herek, 2002); and also to identities such as 
being gay, or having a criminal record (Christian & Veysey, 2006). Since 
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age is potentially concealable, at least to some extent, it is possible that the 
effort of concealing one's age could also cause strain. 
In terms of effects on self-esteem (Rosenberg, 1989), Wahl's (1999) mental 
patient participants reported feelings of hurt, anger and reduced self-esteem 
resulting from their experiences of being stigmatised. Garstka, Schmitt, 
Branscombe and Hummert (2004), using structural equation modelling, found 
among older adults (aged 64+) a direct negative link between perceptions of 
age discrimination, and personal well-being (personal self-esteem and life 
satisfaction); and Hassell and Perrew6 (1993) had similar results. Irving et 
al. (2005) reported that a principal reason behind the desire of people aged 
50+ to continue working, was to boost, or maintain, self-esteem. Another 
study found that older adults (aged 50-74) displayed greater "affective well- 
being" if the role they had in life, was one they personally preferred - whether 
that was early retirement, or "late employment" (Warr, Butcher, Robertson & 
Callinan, 2004, p. 297). While it perhaps seems obvious that being in the role 
one preferred, would make one happier, the corollary is that those older 
people who are not in their preferred role - who are forced to retire early 
when they want to work, or vice versa - are likely to be unhappy. 
However, reviews of empirical studies which directly compared levels of self- 
esteem between a range of stigmatised and non-stigmatised groups (such 
those identified by race, gender, physical attractiveness, physical disabilities, 
different illnesses) have concluded that there is at best mixed support for the 
hypothesis that stigma damages self-esteem (e. g. Emler, 2001; Hogg & 
Abrams, 1990). It is possible that while the effect may not show up on a 
between-groups basis, the relationship between experience of stigma and 
degree of self-esteem is observable within potentially stigmatised or 
disadvantaged groups. The topic of stigma and its relationship with self- 
esteem and psychological well-being will be further discussed below in terms 
of defences against prejudice arising from stigma. 
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Looking next at self-efficacy, Link (1982) found that people with mental health 
problems whose self-efficacy was reduced by self-stigma, were less likely to 
pursue opportunities for employment and independent living. More recently, 
Vauth, Kleim, Wirtz and Corrigan (2007) found similar results in that self- 
stigma, among schizophrenia patients, and expectations of being stigmatised 
by others, was associated with reduced self-efficacy, which in turn eroded a 
sense of personal empowerment; these feelings were associated with worse 
outcomes, in terms of less effective coping strategies, reduced quality of life 
and more depression. 
Epilepsy, as a stigmatised condition, has also been found to affect self- 
efficacy: Di Iorio and colleagues (Di Iorio, Osborne Shafer, Letz, Henry, 
Schomer & Yeager, 2003) found that epileptic adults reporting higher levels 
of perceived stigma also suffered reduced self-efficacy in terms of managing 
their condition, and concluded that feeling stigmatised itself presented a risk 
factor for epilepsy sufferers. Alcoholics may feel stigmatised, and studies by 
Cellucci, Krogh and Vik (2006) found that problem drinkers who felt more 
stigmatised were less likely to seek help for their condition, and those with a 
higher sense of self-efficacy were more likely to seek help. Thus as well as 
the condition itself, and its attached stigma, there is a third type of 
disadvantage for stigmatised people - possibly mediated by reduced self- 
efficacy - in that they may be deterred from seeking help because of the 
stigma. 
Stereotype threat. Looking at 'efficacy' not as a construct measured in a 
specific way (such as 'self-efficacy' as conceptualised by Bandura, e. g. 1982, 
1995,1997) but more as a 'lay' concept of personal effectiveness in 
performing tasks of which one is perfectly capable, the body of research on 
stereotype threat (e. g. Steele, 1997) indicates how group membership, even 
if the group is not actually stigmatised, can affect a person's performance on 
a test of some skill in which their group is popularly believed to be deficient. 
By priming members of that group with that particular identity, detrimental 
effects on their performance in that domain may be observed. This has been 
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found for older people and memory tasks (Chasteen, Bhattacharya, Horhota, 
Tam & Hasher, 2005; Hess & Hinson, 2006; Stein, Blanchard-Fields & 
Hertzog, 2002) adding to the evidence on stereotype threat concerning 
women and tests of mathematical skill (e. g. Quinn & Spencer, 2001); and 
Black people and academic performance (see Aronson, Quinn & Spencer, 
1998). The stereotype threatening effect of situational factors - making a 
particular identity salient at a particular time - was well demonstrated in a 
study by Shih, Pittinsky and Ambady (1999) which pitted the stereotypes of 
Asians as being good at mathematics, against the stereotype of women 
being poorer at the subject. Asian women performed best on a mathematics 
test when their Asian identity was made salient, and worst when their female 
identity was made salient; if neither identity was made salient, their 
performance was of intermediate standard. The research on stereotype 
threat therefore tells us that this is another way in which stigmatised identities 
may have an adverse effect on people with those identities: they may be 
hindered from achieving their potential, by being alerted to any stereotypes 
which suggest that they, as members of particular groups, may be 
considered deficient in that domain. Such stereotypes may be internalised 
and `automatic', such that a person is not even aware of the extent to which 
their progress, or achievement, may be hindered in this way. 
The evidence reviewed in this sub-section therefore indicates several ways in 
which stigma may adversely affect those to whom it is applied. While there is 
clearly scope for debate about the specific effects on self-esteem, there is 
enough evidence from within disadvantaged or stigmatised groups, that 
being the target of stigma and discrimination can affect general psychological 
well-being. It is therefore highly likely, even if not already proven, that the 
discrimination and stigma attached to be older, in the workplace, will 
adversely affect older workers. 
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3.7.5 What might the effect on work performance be? 
Looking then at older workers, it is possible that their work performance may 
indeed be adversely affected not only via the stereotype threat route, but in a 
way which is mediated by other constructs such as self-esteem and self- 
efficacy, given the strong association often reported between levels of self- 
esteem and self-efficacy and various work satisfaction and performance 
indices (Brockner, 1985; Brockner, Davy and Carter, 1985; Stajkovic and 
Luthans, 1998). The 'real world' application of the research findings about 
stereotype threat is clear, given the widespread beliefs that people tend to 
become more forgetful as they age. Given other stereotypes of older people 
in the workplace, such as that they resist change, are hard to train, and put 
insufficient energy into their work, it seems likely that the potential effect of 
stereotype threat on performance could extend much further than the arenas 
researched so far. 
3.7.6 Possible defences against the effects of stigma 
The findings discussed earlier, that self-esteem is not necessarily adversely 
affected by belonging to a group generally thought to be stigmatised, give 
rise to the question of how members of stigmatised groups may protect their 
self-esteem, and/or other aspects of their self-concept, from the negative 
effects of stigma. 
Crocker and Quinn (2001) reviewed a considerable amount of evidence and 
concluded that the effects of stigma on self-esteem (and on other measures) 
depend on aspects of the particular situations in which members of devalued 
groups may find themselves. These situations may give rise to a number of 
different strategies to protect their self-esteem (Becker, 1981; Crocker & 
Major, 1989,1994; Link, 1987; Link, Mirotznik & Cullen, 1991). 
Before examining such strategies, it should first be acknowledged that not all 
people in groups often thought to be stigmatised, necessarily see themselves 
that way; and, even if they do see themselves that way, they may not be 
adversely affected by it or feel the need to adopt any particular strategy at all. 
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This can work at a number of levels. Taking obesity as an example, first, 
even in a social environment in which obesity is stigmatised, an overweight 
person might say to themselves I am not fat' therefore see no need to do 
anything to deflect stigma. Second, they might see themselves as fat, but 
not believe it presents them with any kind of problem needing to be dealt 
with; such a reaction might include disagreeing that the group of 'obese 
people' is in any way stigmatised: 'yes, I am fat but nobody minds and it's 
never given me any problem. ' (Of course, such a judgment might be 
perfectly correct within their own, local social milieu. ) Third, they may see 
themselves as fat, know that fat people are negatively judged by society, but 
not care about this: 'Yes, fat people are looked down upon but I don't care, 
people are ignorant and stupid. ' This is an important issue to bear in mind, 
as we should not assume that people in commonly stigmatised groups 
necessarily adopt any strategies at all for'dealing with' that condition. 
How might we classify the strategies which could be used? Early writers on 
the topic of the effects of stigma on the targets, Link and colleagues (Link, 
Cullen, Frank & Wozniak 1987) suggested that the `targets' (in their research, 
mental patients) might choose one of three strategies: secrecy, i. e. 
concealing their condition from others; withdrawal, i. e. limiting social contact 
to those (trusted others) who know and accept the condition; or education, 
that is, trying to change others' views -a strategy which is certainly not a 
passive one, as Link et al. (1987) point out, and is also potentially risky in that 
it implies disclosure which might in itself lead to the discrimination that the 
'target' is trying to avoid. However, since 1987 there has been a considerable 
body of work on stigma and defences against it, and it appears that there 
may be several strategies, not just the three posited by Link et al. (1987). 
More recently, attention has focused on the ways in which members of 
groups which are the targets of prejudice, may negotiate their identities (e. g. 
Deaux and Ethier 1998). Other research on the concept of negotiating a 
stigmatised identity has been summarised by Oyserman and Swim (2001) in 
their introduction to a special issue (Spring 2001) of the Journal of Social 
Chapter 3 120 
Issues, dealing with stigma from "the insider's perspective". Strategies for 
negotiating one's identity, and in particular to protect the self-concept and 
achieve or maintain positive self-esteem, have been classified in various 
ways. 
Social identity theory (SIT) posits two broad types of strategy: 'social 
mobility' which involves an individual trying to change his/her own status, and 
move from a lower status to a higher status group; and 'social change' 
which, broadly speaking, involves trying to change the way in which one's 
entire group is perceived. These strategies are well set out in diagrammatic 
form in Hogg and Vaughan (1998), p. 367. Other writers, commenting on the 
strategies developed from SIT, have particularly emphasised the distinction 
between the goals of individual, versus group, identity improvement (e. g. 
Doosje, Ellemers & Spears 1995; Branscombe & Ellemers, 1998). Miller 
and Myers (1998), writing about prejudice towards heavyweight people, used 
the term 'Primary compensation' to refer to efforts actually to overcome the 
obstacles faced by these targets of stigma; and 'secondary compensation' to 
protect the self from the consequences of unfavourable outcomes, when the 
person is not able to control the environment in which they have to operate. 
However, while we refer here to aspects of these various distinctions, a 
different way of classifying strategies seems to have more relevance when 
considering the targets of stigma and prejudice. Examining the various 
strategies, we propose to distinguish between those which appear to have 
the aim of protecting the self-concept (which are perhaps conceived in order 
to bolster one's self-confidence in various social situations, including work) 
and which, in order to be effective, need have no impact whatsoever on other 
people; and those which appear to be directed at controlling or influencing 
the perception of oneself by others, such as: avoiding being identified with a 
stigmatised group, deflecting attention from that aspect of one's identity, or 
achieving social status in spite of a stigmatised condition. (A similar 
distinction has been made by Mendoza-Denton, Page-Gould and Pietrzak 
(2006) who called these 'intrapersonal' and 'interpersonal' strategies. ) It may 
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be that some strategies fulfil both functions. The discussion below will try to 
classify strategies into these two broad groups. 
a) Self-directed strategies 
Self-directed strategies may not necessarily be perceptible to others. Their 
success or otherwise may perhaps be measured using established 
measurements of constructs such as self-esteem (Rosenberg 1989) or self- 
efficacy (Bandura 1977,1995,1997) but there may be other measures which 
tap into these 'ego-bolstering' strategies, and they may also be looked at 
through qualitative research. Some such strategies have been well 
researched, others less so. Under the heading of 'self-directed strategies' 
we might include: 
" Reformulating one's own identity so as to de-emphasize that element 
which forms part of the stigmatised or disadvantaged group, and making 
the non-stigmatised identity more central to one's self-concept (e. g. 
Schmader, Major & Gramzow, 2001). For example, a disabled lawyer 
would perhaps consider the 'lawyer' identity more central to her/his self- 
concept than the disabled identity. This might also be achieved by 
identifying more with some superordinate identity (Schmitt, Spears & 
Branscombe, 2003), such as an organisational identity, rather than an 
identity which might be stigmatised (e. g. 'I might only be a cleaner but I 
work for XYZ Corporation'). Minichiello, Browne and Kendig (2000) in a 
study of older people in Australia, found that some of them distinguished 
between 'being old' and 'feeling old': while they could not deny that they 
were the age they were, they could emphasize 'not feeling old' as a way 
of modifying their age identity. If this is not done, the consequences can 
be negative: Tougas and colleagues found that among recently retired 
Canadian workers aged 45-64, the more they incorporated, into their 
self-description, negative, age-related views of their work skills, the more 
they felt personal deprivation when comparing their situation to that of 
younger workers, and the lower were their self-esteem and life 
satisfaction (Tougas, Lagac6, de la Sablonniere & Kocum, 2004). 
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" 'Psychological disengagement' which refers to the way in which 
members of stigmatised groups may detach themselves, psychologically, 
from a domain of self-evaluation, in order to maintain their self esteem. 
Major and Schmader (1998) found that African-American students 
tended to disengage their self-esteem from feedback about academic 
performance, when racial stereotypes of poorer academic performance 
were primed. Similarly, Quinn and Crocker (1998) found that overweight 
women who identified with norms of physical appearance, were more 
likely to display low self-esteem, than those who did not identify with 
body size as part of their self-concept. There is some evidence from a 
study of managers in the finance sector, that older workers (in this case, 
aged only 42+) who are 'stuck' in undemanding or boring jobs may 
disengage from their work and careers in the sense of losing interest in 
any career change (Herriot, Pemberton & Hawtin, 1996). With regard to 
age, it is possible that people who placed youthfulness, or at least 
youthful appearance, as a central part of their self-concept, would find it 
harder to adapt to ageing, than would people who accepted the 
inevitability of ageing including its effect on appearance. 
" Literally 'escaping' from the stigmatised identity, such as a substance 
abuser (alcoholic, drug addict) who managed to recover from the 
condition. Within the framework of social identity theory, this could be 
considered a 'social mobility' strategy (see e. g. Hogg & Abrams, 1988). 
Clearly, this is not possible in the case of age, although it could be 
argued that strategies such as undergoing cosmetic surgery, seeking 
treatment for baldness, or reducing weight might represent attempts at 
least to make one's age less obvious, but these fit better in an 'other- 
directed' group of strategies. 
" Attributing negative reactions, failures, or a disadvantaged position in 
society to the prejudice of those around, rather than to any failure on 
one's own part. Crocker and Major (1989) investigated whether 
belonging to a stigmatised group can actually protect a person's self- 
esteem by permitting them to ascribe unfavourable treatment to their 
stigmatised condition, rather than to another aspect of their self-concept. 
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Reviewing a considerable number of studies on social stigma and self- 
esteem, they concluded that if an individual can attribute negative 
treatment to the prejudice directed at their group, it can help them to 
maintain self-esteem in the face of unwelcome outcomes (such as failure 
to obtain a job, or receiving criticism). Similarly, in relation to age in the 
workplace, McVittie, McKinlay and Cowan (2007) found that older 
jobseekers drew upon discourses alleging ageism amongst employment 
gatekeepers, to explain their failures to find employment. It is possible 
(though this was not part of McVittie et al. 's argument) that use of such 
discourses protects the older jobseeker from damage to the self-concept 
in terms of being repeatedly rejected for jobs. Balser (2002) studied the 
interpretations placed by employees with disabilities, on organisational 
practices connected with their employment. She found that interpreting 
organisational behaviour as discriminatory seemed to help disabled 
employees to regain a sense of agency in the face of inequality 
processes. Disabled employees working in organisations which were 
focused on disability issues, or who were given training opportunities, 
were much less likely to consider their treatment to be discriminatory. 
Thus it appears that attributing negative outcomes to prejudice can form 
a protective shield around the self-concept and may preserve self- 
esteem. However, other research on this hypothesis has not always 
supported Crocker and Major's (1989) view (see Branscombe & 
Ellemers, 1998 for a review). Specifically, the 'rejection-identification 
model' (Branscombe, Schmitt, & Harvey, 1999) predicts that the more a 
person perceives rejection based on their group status, the lower will be 
their sense of psychological well-being, and there is evidence to support 
this prediction (e. g. Schmitt, Branscombe, Kobrynowicz & Owen, 2002; 
Schmitt, Spears & Branscombe, 2003). In the case of age, the study by 
Tougas et at (2004) indicated how negative perceptions of ageing in 
relation to work skills, can reduce older workers' self-esteem and life 
satisfaction. 
" Rejecting the label: another way in which self-esteem may be protected 
was examined by Camp, Finlay and Lyons (2002), who found in a 
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qualitative study that women with chronic mental health problems, while 
not denying that they possessed such problems, were inclined to reject 
being labelled in terms of specific conditions, or to reject the stereotypes 
which they perceived as being associated with such labels. Thus, these 
women "did not necessarily see themselves as being to blame.... it might 
be seen as the fault of the illness, which is somehow separable from the 
self... or it is the fault of other people" (Camp et al., 2002, p. 830). 
Given the way in which age, and age categorization, are socially 
constructed (e. g. see Bytheway, 2005, mentioned in Chapter 2) it seems 
possible that older workers, if they felt they had been labelled as such, 
could reasonably argue that at 50 or 55 they were hardly 'old'. 
" Joining, identifying with, or socialising with, a more supportive group, 
such as others who were similarly stigmatised or disadvantaged: for 
example a deaf person might decide to socialise mainly with other deaf 
people. Branscombe and Harvey (1996, cited in Branscombe & 
Ellemers, 1998) found that among African-Americans, increasing 
identification with that ethnic minority group predicted self-esteem when 
discrimination and prejudice were perceived. DiPlacido (1998) found 
that lesbians, gay men and bisexual people might derive `stress- 
buffering' support from their social networks of like-minded people. 
Schmitt, Spears and Branscombe (2003) found that students from other 
countries, who perceived themselves as being excluded from their 'host' 
university community, displayed greater psychological well-being if they 
identified with 'international students' as a group. In contrast, 
stigmatised and disadvantaged groups may often not recognise that the 
problems they face (such as physical difficulties in accessing certain 
areas or facilities) are common to their group, and are not just an 
individual problem, as found by Minichiello et al. (2000) among older 
Australians. These participants saw the problem as their own alone, "not 
an issue for other older people, nor a social issue around the notion of 
privilege and rights" (p. 263). This meant they might accept, fatalistically, 
that they could no longer do these things, rather than lobby, as a group, 
for improvements which would facilitate access. As such, they were 
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suffering from the lack of recognition, by society but also by themselves, 
of the obstacles placed in the way of people with disabilities or reduced 
mobility due to age. Fine and Asch (1988) discussed this issue in 
relation to disabled people, but it applies equally to older people. While it 
is possible that older employees in an organisation might work together 
to fight against any kind of discriminatory treatment, one suspects that 
resistance to acknowledging that one is of 'a certain age' might militate 
against such collective action. 
" Downward comparisons (e. g. Wills, 1981), that is, choosing to compare 
oneself with those whose situation is (even) less advantageous than 
one's own ('I may be old but at least I haven't got dementia! '). People 
with learning difficulties were found by Finlay and Lyons (2000) to 
compare themselves favourably with others whose difficulties were 
worse than their own, who showed challenging behaviour, and with other 
groups of people who "behaved badly" such as drunks. In so doing, they 
managed to construct a positive sense of self. It is possible that older 
workers might engage in downward comparisons, such as based on 
preservation of a younger appearance, or of maintaining work-relevant 
skills to a greater extent than others. They might also compare 
themselves with younger colleagues, such as by emphasising their own 
greater experience. There appears to be no evidence on this specific 
topic: however, Beaumont and Kenealy (2004) found that people aged 
65+ who used "Downward contrast" comparisons reported significantly 
higher perceived quality of life, than those who did not use this strategy. 
Cassidy (2007) found that older adults (60-75) who were told they had 
performed better on a memory task than people younger than them, 
performed significantly better on another such task, than did those who 
were told they had performed worse than the younger people on the first 
task. Comparisons with people of the same age as participants, made 
no difference to performance on the second task. This suggests that 
encouragement of older workers, and the avoidance of comparisons 
likely to induce 'stereotype threat', may actually enhance performance of 
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tasks: and there seems to be no reason why this should not include 
work-related tasks. 
" "Positive self-talk": this was a strategy used by heavyweight people, 
which consisted of reaffirming one's own value even when faced by the 
prejudice of others, for example saying to oneself "It's who I am on the 
inside that matters" (Myers & Rosen, 1996 cited in Miller & Myers, 1998, 
p. 203). It seems to resemble 'downward comparisons' but without the 
`downward' part, that is, boosting one's confidence or self-esteem (in the 
informal sense) by giving oneself these positive messages. Interestingly, 
'positive affirmations' are often recommended by popular psychology or 
psychotherapy self-help books as a way of dealing with feelings of 
inadequacy (e. g. Hay, 1984; Grunfeld, 2006). This also seems a 
possible strategy for older workers to adopt. 
" Removing oneself to a more congenial environment: for example a 
member of a stigmatised ethnic minority might decide to move to his/her 
country of ethnic origin, or move house to a residential area in which 
other members of that minority group also lived. It is possible that older 
people in the workplace might 'feel more comfortable' if they were in a 
department or organisation in which there were others of their age group, 
so that they did not feel 'different' in any negative sense. It is also 
possible that if a department was in fact, whether by chance or design, 
staffed by people who were all, say, over 45, that there might be less 
awareness of age as a dimension relevant to work; and if an 
organisation had, and publicised, an age diversity policy, its employees 
might be less likely to consider any aspect of their treatment to be 
`ageist' (cf. Balser, 2002 regarding disabled employees). 
" Adapting one's goals, if it were found that one's original goal was unlikely 
to be achieved due to the stigmatised condition or prejudice arising from 
it. Elliott, Uswatte, Lewis and Palmatier (2000) researched the capacity 
for people who had become physically disabled, through injury or illness, 
to modify their personal goals in a way which helped their adjustment to 
their new condition. They found that people who could maintain their 
personal goals but in a flexible, adaptive way, were better able to adjust 
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to their new disabled status, than those who clung to unrealistic goals 
which could no longer be achieved after disablement. While such a 
strategy does not deal with the stigmatised condition as such, it may be 
helpful to the individual in terms of coping with that condition, especially if 
the stigmatised or disadvantaged status was of recent origin. In relation 
to older people at work, it seems possible that acceptance of one's 
situation, perhaps for example that one would not achieve the career 
heights that might have been hoped for, may help individuals to deal with 
the possible disappointment, rather than giving up work totally as an 
alternative strategy. 
b) Other-directed strategies 
Turning now to 'other-directed' strategies, some examples are discussed 
below. It cannot necessarily be assumed that all these strategies are 
consciously intended to avoid drawing attention to a stigmatised condition: to 
some extent they may be strategies which just enable people to live their 
lives while avoiding worry about certain aspects of those lives. However, 
insofar as these strategies, and others, may help a person to cope with the 
condition that may - in some contexts - be stigmatised, they are worth 
mentioning in the context of 'defence' against stigma. Possible strategies 
may therefore include the following. 
" Disguising one's membership of a stigmatised category, whether by 
concealing or altering one's appearance, or by actually lying (e. g. about 
one's age, or a stigmatising but invisible medical condition such as 
epilepsy). Goffman (1963) emphasized the concept of being 
"discreditable" - if one's stigmatised condition is not openly known - as 
opposed to being "discredited"; when it is known. If a person can 
prevent his/her stigmatised condition being openly known, they can in 
theory avoid the overt consequences of being labelled as a member of 
the discredited group. This would be a strategy which involves trying to 
'pass' as a member of a higher status group (e. g. see Hogg & Vaughan, 
1998, p. 367). People with an 'obvious' stigmatised condition might also 
steer clear of situations in which the stigmatised identity might become 
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apparent or more salient, for example, obese people might avoid visiting 
the beach if they did not wish to appear in a swimsuit. Older people in 
Australia sometimes mentioned avoiding situations in which their loss of 
mobility became apparent (Minichiello et aL, 2000). People might also 
try to focus the attention of others on their membership of an in-group or 
some other higher status group, thus deflecting notice from 
(simultaneous) membership of an out-group (e. g. 'I'm disabled but I've 
got a Ph. D. '); or to take a possible example from present-day Britain, 'I 
may be an illegal immigrant but I'm a qualified engineer'. In the case of 
age, clearly people can make efforts to delay the visible signs of ageing, 
and can also make efforts to avoid being labelled according to ageist 
stereotypes such as someone who was 'past it', or to emphasise a 
higher-status aspect of their identity. If aware of any decline in any 
particular skill, they might also try to avoid situations in which that might 
become apparent, such as an illiterate person trying to avoid situations 
where they were called upon to read something in public. 
" On the other hand, some might deliberately refuse to pander to the 
prejudices of others by asserting their stigmatised identity. For example, 
refusing to cover up one's body was a strategy reportedly used by Myers 
and Rosen's (1996) heavyweight participants; older workers might 
challenge social perceptions by openly acknowledging their age, or 
refusing to dye greying hair, for example. 
" Distancing oneself from a possible source of stigma. A study of 
executives in Texan banks which suffered financial failure found that 
these executives were likely to dissociate themselves from the business 
failure by `jumping ship' before the event (Cannella et al., 2002). This 
could be viewed as a strategy of avoiding the stigma of association with 
a failed bank. 
" Deflecting possible criticism and stigma such as by the use of humour: 
Myers and Rosen (1996) found that heavyweight people used strategies 
involving humour and "pre-emptive friendliness" to try to "head off' others 
from expressing any prejudice towards them (cited in Miller & Myers, 
1998, pp. 203-4). We might imagine that a strategy like this could be 
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intended to produce the reaction, in the perceiver, that 'She may be [fat/ 
old/ disabled] but she's a really [likeable/ friendly /competent/ 
knowledgeable] person. ' A parallel strategy might be used by older 
workers. 
" Compensating for the stigmatised condition, for example by making extra 
efforts to achieve goals in spite of it, in order to overcome obstacles such 
as one's own physical or cognitive impairments, lack of skills (due 
perhaps to reduced opportunity to obtain those skills), or resistance due 
to prejudice on the part of others who can influence the outcome desired 
by the stigmatised person. For example, Myers and Rosen (1996) 
reported that heavyweight people would sometimes find they had to be 
especially assertive when they needed medical care, to overcome the 
demands of some doctors that the patient lose weight before receiving 
treatment. Children and adults judged to be `unattractive' tended to use 
strategies of persistence and assertiveness to achieve goals in social 
situations, whereas those judged to be 'attractive' seemingly relied on 
their looks to influence others (Dion & Stein 1978; Reis, Wheeler, 
Spiegel, Kerniz, Wezlek & Perri, 1982; both cited in Miller & Myers, 
1998). Physically disabled male college students were found to use 
involvement in sport and physical activity as a way of coping with the 
stigma of disability (Taub, Blinde & Greer, 1999); the activity not only 
enabled them to keep their bodies in good shape, but meant they could 
demonstrate physical competence, in spite of the disability. In the case 
of older workers, it would clearly be possible to make particular efforts to 
reduce disadvantage that they feared might occur because of age: for 
example, emphasising that they were interested in acquiring new skills 
and should therefore be sent on a training course, or trying to assure 
their employer that they were not seeking early retirement. 
" Becoming involved in political or other activity to try to raise the status of 
the stigmatised group, or to educate the public so as to reduce the 
stigma. Such a strategy might be classified as a 'social change' or 
'social competition' approach, and might also be considered to be a 
`social creativity' strategy according to social identity theory (e. g. again 
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see Hogg & Vaughan, 1998). Some (though a minority) of Myers and 
Rosen's (1996) heavyweight participants reported trying to educate 
people about the stigma of overweight. Older workers might make 
particular efforts to alert organisational decision-makers to the age 
discrimination legislation, or (if they had heard of it) to the literature 
showing that work-related skills do not decline with age. 
Hence it is clear that a variety of possible strategies may be used by 
members of stigmatised groups to reduce the impact of that stigma on their 
lives and in social situations. To do this may require considerable effort and, 
as discussed earlier, is likely to lead to stress and strain (Allison, 1998; Miller 
& Major, 2000). Whether the results achieved, are worth the effort 
expended, is something which may vary on a case by case basis. However, 
from the literature about stigma from the target's point of view, it seems clear 
that most of the strategies which have been, or could be used, are potentially 
usable by older workers. 
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CHAPTER 4 
RESEARCH QUESTIONS, METHODOLOGICAL ISSUES AND 
REFLECTION 
4.1 Introduction and research questions 
The literature reviews (Chapters 2 and 3) have examined the literature both 
on ageism and stigma, with particular reference to older people in the 
workplace. It is apparent from a variety of sources that discrimination against 
older workers occurs, and that among managers as well as other people, 
stereotypes of older workers exist which may hinder their being given full 
equal opportunity in the workplace. 
The review of the stigma literature has shown that there is no available 
literature on the question of whether older workers are actually stigmatised, 
as opposed to being discriminated against without stigma. (There is sex 
discrimination in the workplace, but it cannot be said that women in general 
are stigmatised. ) However, being older in the workplace, or at least in 
certain workplaces, may share characteristics with some conditions which 
are accepted to be stigmatising, such as obesity, or disability. Sin (2008) has 
compared, and found similarities between, the way that age and disability are 
constructed as identities in relation to government social policy; and Bell, 
McLaughlin and Sequeira (2004) pointed out the similarities between age, 
obesity and disability as stigmatising conditions in the workplace, and 
differentiated them from other potentially devalued identities such as race, 
religion and sexuality. Further, it is possible that some of the strategies which 
members of stigmatised groups use to conceal their stigmatised condition, or 
negotiate it if not concealable, may be used by older workers as ways of 
'dealing with' their age in the workplace. 
The question may also be posed as to whether older workers are stigmatised 
in the sense of being systematically, and negatively, labelled in terms of age 
and discriminated against on that basis. While it is known that older workers 
do suffer from discrimination, the reasons behind this are not fully known. If 
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older workers are stigmatised, how may this be explained? Do `threat' 
theories of stigma aetiology in any way explain it? 
We know that managers negatively evaluate older workers as a group, based 
on the apparently prevalent stereotypes, but we do not know how individual 
managers evaluate older workers in their own organisations, or how they 
react to older candidates when faced with a pile of job applications. Nor do 
we know whether older workers are viewed the same way across all 
workplaces, or whether some have characteristics which make them 
relatively more hostile or welcoming towards older workers. Further, there is 
no evidence as to the relationship, if any, between prejudiced - 'ageist' - 
attitudes, and employment decision-making. 
The overall research questions for this thesis are therefore outlined below. 
Within the chapters on each study, the specific research questions for that 
study will be further elaborated. 
1. How have older workers experienced being older in the workplace? 
a. Are older workers aware of being labelled on grounds of their age, 
and treated differently because of it? 
b. Is there any evidence to support threat theories of stigma, in 
relation to older workers? 
c. How if at all do they 'deal with' their age in relation to the 
workplace? Do they use any particular strategies to reduce the 
effect of any age stigma or ageism? 
2. How do employment 'gatekeepers' view older workers? 
a. How are older workers evaluated as a group? is there any 
evidence that they are actually stigmatised? 
b. Is the employment of older workers thought to present any kind of 
threat within an organisation? If so, what is the nature of the threat, 
and why does it arise? 
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c. What may moderate the evaluation of older workers? Are there any 
types of older workers whose characteristics protect them from age 
stigma, if and where it exists? 
3. How do 'ageist' attitudes relate to actual decisions about the 
employment of older workers? 
4.2 Nature of research questions 
The first two broad research questions deal with the experiences, feelings, 
thinking and decisions of two types of people: older workers themselves, and 
employment gatekeepers (those whose jobs involve decisions about the 
employment, promotion and training of staff). The third question asks about 
a relationship, between attitudes and decision-making, and also purports to 
provide evidence to test, to some extent at least, the theories (e. g. Stephan & 
Stephan 1985,2000; Stangor & Crandall 2000) that prejudice and stigma 
arise from a perception of threat. 
Thus, the first two research questions deal with the phenomenology of the 
experience of older workers and their employers: that is, I would be trying to 
discover, and to enable them to describe, their perceptions and their 
experiences. In the case of the older workers I would be seeking: their 
descriptions of their experiences as older workers, and the meanings they 
attributed to their experiences; how they accounted for the reactions of 
others; what impact being older at work had (if any) on aspects of their own 
lives and careers, including their 'inner life' - their feelings and decisions. 
For the employment decision makers I would be asking them to report their 
feelings and opinions about older workers, about the latter's value as 
employees, and the extent of the contributions they thought older workers 
might or might not make to the employing organisations. As such, I would be 
asking these managers to express their generalised views and feelings about 
older workers, as well as to illustrate their views by describing their behaviour 
towards and evaluations of individual older workers. 
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I could have decided to embark immediately on a survey of employment 
decision makers' opinions, using opinion items used in earlier research by 
others (such as Lyon and Pollard (1997) or Taylor and Walker (1994) - 
reviewed in Chapter 2); however, I did not wish to assume that such items 
fully represented the possible range of opinions and feelings which might be 
expressed, in the early 21st century, by such participants. The one or two 
word question items used in past research, which respondents were asked to 
apply (or not) to (for example) older or younger workers, seemed to me to 
imply certain value judgments (such as that being 'innovative' or 'energetic' 
are 'good things' to be in the workplaces of today, and that being 'cautious' or 
'mature' are relatively less desirable qualities). The most recent survey found 
which contained evaluations of older or younger workers was the CIPD/CIM 
survey of 2005, and it covered only a very limited range of questionnaire 
items (see Chapter 2). I therefore wished to obtain more up-to-date, and 
fuller, more expressive statements of the range of views which such decision- 
makers might hold about older and younger workers. It might not be fully 
possible to devise items free of implicit value-judgments but at least I could 
try to balance out the positive and the negative. 
In collecting such data, I was conscious of the need to record and analyse 
their opinions and feelings as expressed by them, while trying to minimise the 
impact, on their answers, of my own preconceived ideas. This evidently 
called for a qualitative approach, through which new issues relating to the 
employment of people of different ages could emerge, and up-to-date 
expressions of people's views could be collected. While different theories 
would lead to our having different expectations as to what these perceptions, 
opinions and feelings might be, qualitative research does not provide the 
means to test any such theories. However, it does provide a way of looking 
at the phenomenology of workplace ageism: phenomenology "seeks the 
psychological meanings that constitute the phenomenon .... within the context 
of the participants' lives. " (Giorgi & Giorgi, 2003, p. 27). 
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The third research question however required a quantitative approach which 
would obtain data capable of being analysed, via t-tests, ANOVAs and 
correlational methods such as factor analysis. A quantitative methodology 
would permit me to investigate the relationship between attitudes and 
potential behaviour, and how this might vary in circumstances posing 
different degrees of 'threat' (in relation to the workplace, expressed as work 
pressure or stress-producing work demands). The need for quantitative 
research, in which participants' options for reply are limited to those 
previously considered possible by the researcher, leads us into empiricist, or 
positivist, territory. Crotty (1998, p. 18) in his chapter on Positivism said that 
"Like the Enlightenment that gave it birth, positivism offers assurance of 
unambiguous and accurate knowledge of the world. " Positivism implies that 
it is possible to know 'the truth' about the world and that 'scientific methods' 
are the way to find out that truth. Crotty again (p. 19): "This supreme 
confidence in science stems from a conviction that scientific knowledge is 
both accurate and certain. In this respect scientific knowledge contrasts 
sharply with opinions, beliefs, feelings and assumptions that we gain in non- 
scientific ways" (my emphasis). Qualitative research, dealing as it does with 
these 'flaky', "non-scientific" opinions, beliefs and feelings, does not therefore 
fit within the positivist paradigm. 
Given that the topic for this PhD thesis lies within the field of Applied Social 
Psychology, it is also perhaps relevant to consider that when seeking findings 
which could be used to guide decisions such as in the fields of management 
or public policy, decision-makers may need to justify effort and expenditure in 
relation to quantifiable differences. This may not be ideal but it is realistic. 
4.3 Use of mixed methods 
Why then is the use of mixed methods such an issue? As Yardley and 
Bishop (2007, p. 352) have put it, "If both qualitative and quantitative methods 
are acknowledged as valid and valuable, it is not immediately obvious why 
combining them should pose any problems. " The difficulty is not 
fundamentally one of the methodology per se, but of the epistemology and 
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associated assumptions which underlie the different methods. Crotty (1998, 
p. 3) defines epistemology, in the context of social research, as "the theory of 
knowledge embedded in the theoretical perspective and thereby in the 
methodology. " Qualitative research in psychology has primarily been taken 
used with a 'constructionist' or 'interpretive' viewpoint, whereas quantitative 
research has been assumed to imply an 'empiricist' or 'positivist' standpoint; 
the 'subjective' has therefore been contrasted to the 'scientific'. What 
assumptions does each type of methodology make - implicitly or explicitly? 
The latter question is perhaps easier to answer for quantitative research than 
for qualitative. Quantitative social research methods seem to assume that a) 
a phenomenon exists and is capable of being measured; b) that the words 
used in questionnaires or experiments are readily understood by human 
participants and that c) those participants can understand that the words of 
say, an attitude scale, relate to inner phenomena of which they are likely to 
be conscious. (We would not ask a lay person, for example, what brain 
activity s/he was experiencing when performing a task or thinking about 
something, but we can measure that brain activity through fMRI scans. ) d) 
When using quantitative methods such as surveys we further assume that 
measured differences - in attitudes from one time to another, or between one 
group and another - are somehow 'real', and that it makes sense to try to 
measure those differences (even if, in the event, it is inaccurately or 
incompetently done). In the case of 'hard science' such as physics, we 
would also be relying on the accuracy of various types of mechanical or 
electronic recording instruments, and assuming, or at least hoping, that they 
did not introduce any kind of systematic distortion. Scientific instruments are 
tested and calibrated, and in surveys and other forms of quantitative social 
research it is normal to test one's questionnaires or experimental method to 
ensure that they are understood and are likely to produce 'accurate' 
measurements. 
What assumptions then does one implicitly make when using qualitative 
research? Provided we have contacted a relevant selection of participants, 
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we are perhaps first assuming that - as with quantitative - they are at least 
capable of expressing their views or feelings, and willing to do so. We also 
have basically to assume that they are not systematically lying - an 
assumption that cannot always be justified, especially in commercial market 
research where the issue of 'professional respondents' has become a 
problem (e. g. see http: //www. mrs. org. uk/standards/Qual. htm). We may 
recognise however that they may be reticent to talk about certain topics, or 
wish to present themselves in a rosier light than is totally honest. The 
analytical approaches of discourse analysis and conversation analysis (not, 
however, used in the present research programme) may help us to spot 
inconsistencies in a participant's narrative, and/ or at least to permit us to 
judge what a participant may be 'doing' - such as justifying, explaining, 
accusing - when s/he talks about something a certain way (e. g. Coyle, 2007). 
Qualitative research as a general category of research is primarily concerned 
with eliciting from participants, and discovering through appropriate analysis, 
the 'meanings' that those individuals were making from aspects of their own 
lives and experiences. In line with the desire to look at such meanings, I 
decided to use Interpretative Phenomenological Analysis (IPA - e. g. Smith, 
1996; Smith & Osborn, 2003) as the tool for analysing the qualitative studies. 
This was because IPA offered an analytical method for the exploration of 
these meanings as expressed by participants, and how they made sense of 
their experiences and feelings, whether as older workers or as employment 
decision makers. Further, IPA appealed because it explicitly acknowledges 
the role of the researcher as 'interpreter' of the expression of those feelings 
and experiences. As Smith and Osborn have written (2003, p. 51): "The 
participants are trying to make sense of their world; the researcher is trying 
to make sense of the participants trying to make sense of their world. " Thus 
IPA does not force us to pretend to be `objective' but allows that as 
individuals with our own prior experiences we are almost bound to 'see' the 
experiences as reported by our participants, through a filter or lens of our 
own. All we can do is to be aware of that filter and try to consider to what 
extent it may have influenced not only our own interpretation of participants' 
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reports of their experience, but the whole research process. I will discuss my 
own role in this research, later in this chapter. 
The principles underlying Interpretative Phenomenological Analysis as an 
approach to analysing qualitative data (e. g. see Smith, 2003; Willig, 2001) 
derive from "transcendental phenomenology", (e. g. Husserl, 1931) which 
highlights the role of humans ourselves in interpreting the world. Since we 
have no choice but to perceive the world through our consciousness and 
senses, Husserl maintained that all the objects and people which we 
perceive are manifest to us in terms of a particular reality at a particular time. 
The role of the human as the perceiver is thus specifically acknowledged, 
which allows us to further acknowledge that the way we perceive the world 
(be it objects, events, or other people) is influenced, and thus may even be 
distorted, by our own particular experiences, attitudes, emotions, motives and 
aims which prevail at a particular time. 
Is it fair to assume that qualitative research cannot be 'scientific'? Indeed, 
what do we mean by 'scientific' in that context? Is it accurate or realistic to 
assume that all quantitative findings are objectively obtained, analysed and 
interpreted? Need we defend qualitative research by claiming that it is 
'scientific', 'reliable' or replicable? How might we distinguish between 'good' 
and 'bad' examples of qualitative research? 
To answer all these questions goes beyond the scope of this chapter, but 
actually, within current psychological research it appears that qualitative 
research is much more widely accepted as a legitimate research approach: 
Bryman (2006) has referred to "paradigm peace". Reicher (1994) has 
suggested that one of the strengths of qualitative research is that it openly 
acknowledges the role of the researcher's interpretation. By permitting 
access to all one's research materials, including recordings, transcripts and 
analytic procedures, it is possible for the interested (or sceptical) reader to 
examine the research and decide whether s/he agrees with the conclusions 
or not. Provided one accepts that the primary data are genuine, and have 
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been at least competently collected, it is therefore entirely feasible to re- 
analyse those data. Admittedly, this is rarely done, but it is possible to do so 
and indeed in my past career in qualitative market research I have had to go 
back to original recordings and transcripts to challenge, or confirm to my own 
satisfaction, a conclusion that other researchers reached. Although to do so I 
would in one sense merely be substituting my own `distorting lens' for that of 
the original researchers, provided this is openly acknowledged this does not 
invalidate the exercise. 
We may argue that the impact of this goes beyond qualitative data, although 
it is particularly, and perhaps more obviously, relevant there. In calling 
qualitative research 'unscientific', what seems often to be overlooked is that 
even 'scientific' findings have been interpreted by the very scientists who 
may maintain that their findings are free from any form of 'subjective bias'. 
While 'scientific method' may be assumed to be objective, and uninfluenced 
by the emotions, attitudes or beliefs of the perceiver or experimenter, it can 
be argued (and indeed is argued by the 'hard line' social constructionists - 
see Burr, 1995, for an exposition) that there can be no reality other than that 
perceived through the lenses of human experience - lenses which may be 
distorted. For example, Martin (1996) analysed the way in which the 
'behaviour' of sperm and ova during the process of fertilization were 
described by scientists, including within science textbooks, and found that a 
stereotypical male role was projected on to the sperm (which was described 
in terms such as as strong, more efficient) and a stereotypical female role 
was projected on to the ovum (such as passive, dependent). (A similar 
finding emerged from a study of lay people by Wagner, Elejabarrieta and 
Lahnsteiner, 1995. ) Andrew Pickering, a physicist now working in the 
sociology of science, acknowledged that scientists may at times use less 
than neutral language in describing their findings in his book "Constructing 
quarks: a sociological history of particle physics" (1984, revised 1999) in 
which he expressed a view of scientists as actively 'constructing' natural 
phenomena rather than passively observing and reporting on nature. 
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The phrase 'subjective bias' and its selective application to qualitative 
research in fact crystallises the way in which the constructionist versus 
positivist 'debate' became political, with the constructionist/ qualitative 
paradigm being thought to be more progressive, or democratic, and 
quantitative research being seen as reactionary. In failing to acknowledge 
their own subjective viewpoint, researchers in any field may unwittingly 
introduce a distortion. For example, a meta-analysis by Eagly and Carli 
(1981) of research into the 'persuasibility' of men versus women, revealed 
that studies conducted by male researchers (79% of the studies reviewed) 
tended to show that women were more persuasible than men, whereas 
studies by female researchers showed no sex difference. It is unlikely that 
any of these researchers (of either sex) set out deliberately to distort the 
situation, but somehow they may have designed their studies, set up their 
hypotheses, and/or interpreted their results without consciousness of the way 
in which their own gendered lens may have contributed to their designs or 
their interpretations. Similarly, within the literature on ageism and age 
differences, there seems to be a presumption that a 'deficit model' applies to 
older people, that is, that abilities in various domains decline with age. Why 
should it not be the case that some abilities (including work-related ones) 
improve with age? And why is it that performing 'as well as' a younger 
person is taken as evidence of satisfactory performance? Why should not 
some older person outperform some younger ones in performance? Indeed 
in certain domains most older people might outperform most younger ones. 
There seems to be no reason why a scientist, or indeed a quantitative 
researcher in the social sciences and psychology, should not engage in 
reflection to help him or herself to be aware of the contribution their own 
perception is making to the interpretation of their findings. Although Reicher 
(1994, pp. 299-300) commented that quantitative research forces "subjects 
... to respond in terms that are set by the researcher, or else the meaning of 
their response is defined in terms of the researcher's a priori categories, " he 
added that "there is no reason why quantitative research should be non- 
reflexive". Harre (1979) has criticised quantitative research approaches on 
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these grounds: not only were the analysis processes criticised - the kinds of 
analysis which tried to "standardise responses according to a preconceived 
framework, and failed to capture the ingenuity and inventiveness of people's 
thinking" - but also the study design and data collection processes, where 
Harre argued (1979, p. 115): 
"The use of questionnaires with limited range questions ... which 
effectively preclude elaborations and reinterpretations ... means that the concepts deployed are predetermined. The effect of this is to 
produce not a representation of the social world being studied, but the 
representation of the shadow cast upon the social woad by the prior 
conceptual apparatus deployed by the person who constructed the 
questionnaire. " 
However, in spite of these difficulties, when constructing questionnaires and 
study designs for quantitative psychological research, the researcher 
inevitably has to select topics to cover, decide the study design and sample, 
choose the phraseology for the questions, and finally conduct the analysis. 
This series of processes clearly contains the possibility of misinterpreting, 
and/or of imposing one's own preconceptions on to what has emerged from 
participants. It is also important throughout to keep in mind the difference 
between the perspective of the researchers, and that of the respondents - to 
do one's best to represent the 'other's' point of view (see Wilkinson & 
Kitzinger, 1996). 
The present research programme used factor analysis, and useful 
techniques such as that, (together with cluster analysis, correspondence 
analysis, multidimensional scaling, and other related techniques) employ 
rigorous statistical procedures but they are in the end subject to interpretation 
by human researchers who must be careful not to impose their own pre- 
judgments on the data. However, while one can be guided by the statistics to 
a large extent, there comes a point where a judgment must be made about 
which factor or cluster solution best fits the data and makes intuitive sense. 
For example, multidimensional scaling was used by Markova et al. (1998) in 
their study of social representations of the individual in Western and Central 
Europe. As they say in that study (p. 807), "Multidimensional scaling is 
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primarily a descriptive technique and the researcher is free to interpret such 
configurations in ways that are meaningful to him or her. " In factor analysis, 
Tabachnik and Fidell (2001, ch. 13) acknowledged the role of judgment in the 
interpretation of the analysis (such as the scree plots, the factor content and 
structure) and decisions about the appropriateness of a factor solution, and 
Hammond (2000, p. 387) stated that one should "use interpretability as the 
criterion for selecting the number of factors" - interpretability clearly being a 
'subjective' evaluation. There is also, usually, judgment involved in basics 
such as the choice of sample, the wording and order of questions; then in 
trying to construct a scale, one has to decide which statements to include or 
leave out, and how to use the Cronbach's alpha score. Worthington and 
Whittaker (2006, p. 807) in an overview of the use of factor analysis 
techniques in scale development, commented that "When used for scale 
development, EFA [exploratory factor analysis] becomes a combination of 
qualitative and quantitative methods, which can be either confusing or 
enlivening for researchers. " In this thesis, Chapters 7 and 8 on Studies 3 
and 4 are prime examples of how I needed to combine 'scientific' statistical 
method with subjective interpretation. 
In the end, the value of quantitative research is absolutely not that it is in any 
way objective, or beyond dispute: as Disraeli (1804-1881) is supposed to 
have said, "There are lies, damned lies, and statistics". In deciding to trust, 
and perhaps use, a piece of quantitative research to draw, or support, a 
conclusion, we are as much putting faith in the researchers' competence and 
integrity as we are when we 'believe' a piece of qualitative research. 
However, provided this is acknowledged, there is no reason why decision- 
makers, whatever their field of influence, should not continue to 'believe in' 
well-conducted quantitative research, and in the trends and differences it 
suggests. Thus I see no essential difference between qualitative and 
quantitative research in terms of the degree of scepticism with which we 
should approach their interpretation or conclusions. But by combining both 
approaches within one programme of research, we are, it is hoped, 
producing stronger research findings which may improve sensitivity to the 
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variations likely to be found between different types of participant or 
'stakeholder'. Combining different research approaches may be seen as a 
form of 'triangulation' (Patton, 2002; Rocco, Bliss, Gallagher & Perez-Prado, 
2003) which could help us have more faith in the eventual findings (and 
perhaps thus lead to more action-orientated conclusions and implications). 
Thus in terms of my epistemological stance I would describe myself as 
inclining towards social constructionism while being a sceptical, pragmatic 
user of quantitative or empiricist methods, especially when dealing with 
issues of applied psychology which may relate to public policy. Rocco et al. 
(2003, p. 21) have referred to this as a 'dialectical' position which is "explicitly 
seeking a synergistic benefit from integrating both the post-positivist and 
constructionist paradigms". 
4.4 Personal Reflections 
4.4.1 Why was I interested in the subject of ageism? 
I worked for 33 years in market research and advertising, and had a very 
enjoyable career though it was not without its ups and downs. One of the 
downs was that while in 2000 I moved to an exciting and challenging senior 
job within a multinational market research company, within 8 months the 
parent company had acquired another UK company and had merged our 
fairly small company with a larger, previously independent market research 
company. This company had a completely different structure, my job was 
abolished and I was given another job within the merged company. This 
involved reporting to someone 16 years younger than me. Apart from some 
resentment at the way in which the merger had been handled, I had no 
particular objection to reporting to her. However, she seemed to find it 
somehow threatening to supervise me, and seemed to do her best to 
marginalise and ignore me. When, the following year, the company asked for 
volunteers for redundancy, I did volunteer and left with a reasonable 
compensation package, planning to go to the University of Surrey to do the 
MSc in social psychology. 
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When I was given the chance to do the PhD, therefore, I decided to return to 
the broad area of prejudice, in which I had done my undergraduate 
dissertation many years before at the University of Oxford. Prejudice and the 
way in which labels are applied to people (whether stigmatising or otherwise) 
is a subject I have been interested in, since about the age of 13 when I saw 
cinema newsreels of the 1961 Eichmann trial which included footage of Nazi 
concentration camps and their victims. Having a White South African 
grandmother and therefore knowing something about that country, I was 
also interested in the phenomenon of apartheid and the way in which a 
person could be labelled as 'Black' and subject to the apartheid laws if they 
had a fairly recent Black ancestor, even if they did not look Black. 
The choice of prejudice against older workers, and the stigma framework, 
was thus of particular interest to me. It also fitted in with developments then 
forthcoming in employment legislation, as the European Union had insisted 
that all member countries passed laws against age discrimination in 
employment by the end of 2006. Ageism in the workplace was therefore a 
topic of current interest. Having worked in organisations and reached quite 
senior management positions before my career took a downward turn, I was 
also interested in how social psychology could be applied to the Ageism 
issue in the workplace, with the ultimate aim of developing interventions 
which could help to promote positive thinking about age diversity among 
employment decision-makers, rather than the law functioning only to impose 
another regulation around which employers had to work. 
4.4.2 Acknowledging my own non-objectivity 
Researching a topic which is of personal interest naturally raises the 
possibility that I might favour some interpretations rather than others, 
because of that interest and the fact that I had been personally affected, as I 
saw it, by the ageism issue. I tried to avoid that by reflecting as I went along, 
about whether I was seeing the picture through a particular 'lens of age' (cf. 
Bern, 1993, "The lenses of gender"). This process was greatly assisted by my 
supervisor, Evanthia Lyons, who repeatedly made me think about whether I 
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was myself imposing a prejudice on the way I saw the issue and the way I 
interpreted the results. Further, for some of the time while I was doing the 
PhD, there was an informal discussion group of those doing PhDs in social 
psychology, known as "SPIES" (Social Psychology Intellectual Exercise 
Sessions), and the opportunity to discuss one's thinking, and findings, with 
colleagues in an informal way was very helpful, especially since most of them 
were considerably younger than me and so could view my findings through a 
different'age lens'. 
The particular dangers I became conscious of were those of - first - seeing 
ageism everywhere, and interpreting comments and events as 'ageist' or 
evidence of ageism, even when other interpretations were possible. I hope 
that I have managed in the final product to avoid this trap. Second, but 
related, there was a danger of generalising my experience too far, and doing 
so inappropriately. For example, my impression was that my particular 
experience in my last job before resuming my studies, was at least partly due 
to the age difference between me and my immediate boss 16 years younger 
than me. This is my interpretation: there are others possible, and I never 
had a chance to ask her what her interpretation would have been. I 
therefore tried to keep in mind that just because a research participant talked 
about having had a certain (employment-related) experience at a certain age 
did not mean that the experience occurred because of her age, nor that the 
participant had herself believed that it did. Even if it were related to her age, 
that did not itself make it age-ist. Older people may naturally differ (as do 
younger people, of course) in terms, for example, of how easily tired they are, 
or whether they have any further ambitions in their careers. The Age-ism, if it 
occurs, derives from an assumption being made that all older people at work 
lack energy, resist change, or have no further career ambitions, and that 
assumption forming the basis of a decision about all older employees or 
candidates. 
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4.4.3 "Representing the Other" 
Third, there was of course the danger - and this is particularly relevant in the 
qualitative setting - that I, and my age, would affect aspects of the research 
such as the willingness of participants to take part at all, and what they said 
when they did take part. It is entirely possible, indeed probable, that my 
research participants would have spoken differently to an interviewer aged 30 
than to one in her fifties. The issue of being the same as, or different from, 
one's participants has been considered by Hurd and McIntyre (1996, p. 81) 
who have suggested that one may have "silently privileged our similarity". I 
believe that even if I resemble some participants in demographics, there may 
be important differences in other respects - not only gender, and the 
specifics of experience and life (such as being married or not, having had a 
certain employment related experience, or not) which are unknown and 
which do not become apparent during the course of an interview. To assume 
that one labelled category in common, is necessarily the most significant, is 
to fall into the very trap that "Representing the Other" (Wilkinson & Kitzinger, 
1996) tries to identify. This issue was discussed in that book in relation to 
younger women interviewing older ones, by Titley and Chasey (1996, p. 150), 
who said that "it is insufficient to claim that commonality of gender is enough 
in itself to enable us to represent old women well. " 
So would my being a middle-aged woman, who had shared some of the 
experiences of my participants (though they would not particularly have 
known that) have encouraged them to be more, or less, open and honest? 
Or how might it otherwise have influenced the way in which they described 
their experiences and reported their thoughts, or the way in which I posed my 
questions, or interpreted the interviews? In my past experience in qualitative 
research, both as a researcher and as a buyer of research services, I have 
found occasions when it is useful to be similar to one's participants (such as 
being a woman when talking to other women about matters such as 
contraception, sanitary protection or cosmetics) and some when it is useful to 
be different (such as talking to Scottish voters about their parliamentary 
elections, when one is plainly a Sassenach). In the former case, I found the 
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basis of a shared experience helped, in that the women participants were not 
constrained by the embarrassment that they might have felt had the 
interviewer been male. In the latter case, it was possible to use one's 
difference to ask the participants to explicate their views and the reasons 
behind them, when had I been Scottish myself, they might have been 
tempted to assume I knew what they were talking about and therefore might 
not have expressed it more fully (e. g. 'What exactly is it about Jack 
McConnell' that you don't like? ' when most or even all Scots would have 
been expected, in early 2007, to know the answer to that question). On 
balance I choose to believe that my being in the same age range as my older 
worker respondents was a good thing, in that they might at least believe that I 
could empathise with them even if I might not have shared significant parts of 
their experience. 
1 First minister of Scotland from November 2001 to April 2007. 
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CHAPTER 5 
THE EXPERIENCES OF OLDER WORKERS: 
A QUALITATIVE STUDY 
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CHAPTER 5 
THE EXPERIENCES OF OLDER WORKERS: A QUALITATIVE STUDY 
5.1 Research Aims 
A logical starting point for the research programme was to examine the 
experiences of older workers. These were defined as people aged between 
50 and their state retirement age (65 for men, 60 for women). The literature 
review on ageism (Chapter 2) includes evidence of prejudice and 
discrimination against older workers. Informally and anecdotally, evidence 
exists of stigmatisation of older people at work, but the stigma literature 
contains little or nothing on the subject of older workers, or how older workers 
may deal with the experience of ageism or of being older in the workplace. 
Hence, an aim of this first study was to investigate the experiences of older 
workers themselves and to establish whether there was any evidence that 
they were subject to stigmatisation in the context of work (be it in terms of 
recruitment, promotion, access to training, or dismissal). A further aim was 
to investigate whether older workers used any particular strategies to deal 
with possibly stigmatising experiences connected with work. The following 
were the specific research questions to be addressed in this study. 
1. Are older people (50-65) aware at all of being stigmatised at work? That 
is, do they perceive themselves as having been labelled on grounds of 
their age, and treated differently because of it? If so: 
" Is the 'label' a negative one? 
" Do they accept the 'age' label? (Do they consider themselves to be 
'older' in the context of work, or at least concede that people might see 
them that way, even if that is not how they see themselves? ) 
' Changes to the state retirement age in Britain are being phased in, and the changes will 
affect anyone born after 1959. To meet the recruitment criterion for this research at the time 
it was conducted, a person would have had to be born by 1954 so would not have been 
affected. 
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" Is discrimination against older workers considered reasonable in any 
sense, or is it rejected totally? Is there any evidence of 'self-stigma', 
that is, of older workers themselves believing that they were less 
capable than younger ones? 
2. What do they perceive as the effects and implications of being labelled 
'older' at work? 
3. How, if at all, do older workers react to the possibility of age stigma, 
manifest through potential or actual age discrimination? 
4. Do older workers perceive any factors which might moderate stigma or 
discrimination relative to older people at work? 
5.2 Research Method 
It was decided to conduct a qualitative study using semi-structured 
interviews, with people who were in the age group which might be affected by 
issues of workplace ageism. This age group was defined as aged at least 50 
(because of the Age Concern definition, which classifies people over 50 as 
`older') but below the state retirement age which applied at the time of 
fieldwork (age 60 for women, age 65 for men). It was recognised that people 
in this age group might have a variety of experiences relating to their age and 
their work. Some would still be working in the 'main' career of their working 
lives; some might have been made redundant, or even taken early 
retirement, but have subsequently taken another job; some might have 
changed to part-time work; some might have become self-employed or set up 
a business; and some might have retired completely from any kind of paid 
work. These differing career trajectories may reflect different experiences of 
stigma or discrimination (or the absence of such stigma or discrimination), 
and it was thought desirable to include participants representing this variety 
of possible experience. 
5.2.1 Participants 
There were 24 participants, of whom 13 were female and 11 male. In age, 
participants ranged from just over 50 to early sixties. All were, or had been, in 
`white-collar' types of job. (This was deliberate in order to avoid work 
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environments where physical strength might be required, where it is known 
that younger workers are considered more qualified - see Finkelstein, Burke 
and Raju, 1995; Kemper, 1994. ) Their working status has been categorised 
three ways: first, those who were still working and had experienced no major 
change in working status (had not taken early retirement or been made 
redundant when over 50); second, those who were totally retired, and now 
followed no paid occupation (though they might do voluntary work, for 
example); and third, those who had experienced redundancy or had taken 
early retirement (whether by free choice or otherwise) but were now following 
another occupation, including being self-employed. The types of occupation 
represented included engineering, secretarial, financial services, advertising, 
publishing, teaching and the Army: see Table 5.2 for a list. 
TABLE 5.1 
Summary of Study I Research Participants 
Female Male 
Aged: 50-55 6 2 
56-60 6 7 
61-65 2 
Not stated 1 
Still working, no major change to 
employment 
8 3 
Totally retired, no paid occupation 3 2 
Retired/ redundant from a job, now doing 
another e. g. self-employed 
2 6 
Total 13 11 
The sample was a convenience sample and participants were approached 
via personal contacts and referrals. Interviews took place in Southern and 
Midlands England. It happened that all participants were White British 
though ethnicity was in no way used as a recruitment criterion. 
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TABLE 5.2 
Details of Participants in Study I 
Pseudo- Occupation (present Working or Comment/ Current M/F Age 
nym or ast retired occupation 
Anthea Design engineer Retired Chose early F 50-55 
retirement 
Barbara Proprietor of shop Working Own business F 50-55 
Diane Higher education - Working F 56-60 
administrator 
Elaine Higher education - Working F 56-60 
Administrator 
Helen Publishing - senior Working Now self-employed F 56-60 
executive 
Jill Clinical Psychologist Working F 56-60 
Julia Advertising, senior Redundant Became self- F 56-60 
executive employed 
Kate Human resources Working F 56-60 
manager 
Lisa Administrator Early retired Now no paid work F 56-60 
Mary Higher education - Working F 50-55 
personal assistant 
Pauline Estate Agent Experienced Obtained new job F 50-55 
redundancy 
Susan Teacher - secondary Early retired F 50-55 
educ. 
Yvonne Medical secretary Working F 50-55 
Brian Bank manager Early retired Voluntary work only M 50-55 
(reorganisation) 
Charles Army officer Retired from Working in new M 56-60 
army career 
Don Market research - Early retired/ Now self-employed M 56-60 
senior exec. redundant 
Gavin Bank manager Early retired Working in new M 61-65 
(reorganisation) family business 
Harry Engineering senior Retired Now no paid work M 61-65 
exec 
Jeremy Accountant/ Finance Working M 50-55 
Director 
Mark Advertising - CEO Working M 56-60 Norman Market research - Early retired/ Now self-employed M 56-60 
Senior exec redundant 
Richard Corporate recovery Previously CEO Now self-employed/ M 56-60 
consultant of engineering part time basis 
company, 
redundant 
Stephen Chartered Accountant/ Chose early Now pursuing new M 56-60 
senior position retirement career path 
Tony Electronics consultant Working Set up new M 56-60 
business 
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5,2.2 Procedure 
The study was explained to prospective participants as a university study 
about "The working life of people aged 50+". They were not alerted to age 
per se as being the principal area of interest. Appointments were made by 
telephone or e-mail, and participants were interviewed face to face for about 
one hour each. Interviews took place either at their workplaces, or in their 
homes, or in a few cases, in other places such as a hotel meeting area. A 
letter explaining the purpose of the research was provided, and they were 
asked to sign consent forms for their participation (see Appendix 1). 
Confidentiality was assured, and their right to withdraw at any time was 
emphasized. 
At the end of the interviews, after thanking participants, a profile 
questionnaire was filled in covering age, gender, occupation (past or 
present), number of years of experience in that occupation, and current 
working status (working, retired, etc. ). 
5.2.3 The Interview Schedule 
The interview generally began by asking the participant to describe 
him/herself as if to someone they had just met in two different contexts: 
socially, and in connection with work. It continued by asking: "Please would 
you tell me about the last few years of your working life?. Please begin at 
whatever point in your working life seems relevant to you. " They were 
encouraged to narrate their recent working history including job changes, 
changes of status or role, training received, and any applications for new 
jobs. Once again, age was not asked about specifically at this stage, but any 
spontaneous mentions of age were followed up. Any significant career 
events mentioned, were probed to elicit participants' explanations and 
descriptions of their feelings at the time: "How did you feel about that? What 
was it like? Was it like any experience you have had before? How did you 
handle that? " 
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The interview then covered whether there were any ways in which 
participants viewed themselves as similar to, or different from, their 
colleagues (or, if self-employed, their clients or other working associates). 
Again, if age was spontaneously mentioned, it was followed up. Then the 
discussion focused more on age, asking: "In organisations you have worked 
for/where you work now, is there an age above which people are considered 
to be 'older'? "'; whether there were any age-related 'issues' in the 
organisation where they worked or had worked; and whether the participant 
viewed her/himself as 'older' in the context of their work. They were also 
asked about their perceptions of whether some organisations appear to 
prefer to employ younger people, and if so, why; and their experiences of 
working with colleagues and bosses/ supervisors of different ages, whether 
older or younger than themselves. 
Focusing more on the participant's personal experience, the interview went 
on to cover their perception of the point in their life when they felt they were 
perceived as 'older' relative to their colleagues (if they were): "Was there a 
particular point at which you became aware that you might be considered an 
`older person' relative to your colleagues? When was that? How did you 
become aware? What was your reaction? Why do you think you reacted that 
way? Did you take any particular action as a result? What, why? " 
At any point where it flowed naturally with the discussion, they were asked 
whether they had felt any need to conceal their age, to defend themselves 
against perceptions of being the age they were, to ensure they were fairly 
treated in comparison with younger colleagues, or to take any particular 
steps to `manage' the age difference between themselves and colleagues. If 
they had felt the need to take any of these steps, they were questioned as to 
how they had done so, and which strategies they might have used. 
Depending on participants' responses, the following topics might also be 
covered: work/life balance, explanations of and reactions to career changes, 
and non-employment (whether due to redundancy, compulsory retirement or 
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voluntary retirement). Finally, their opinions were sought of the (then 
forthcoming) legislation to outlaw age discrimination in employment in the 
UK. 
The interview was tried out before the fieldwork proper was undertaken, to 
ensure that questions were comprehensible and the flow was satisfactory. 
The full interview schedule appears in Appendix 1. The exact order of asking 
questions could be varied in response to what the participants said, in order 
to create a natural flow of conversation. 
5.3 ANALYSIS 
All interviews were fully transcribed, and were analysed using Interpretative 
Phenomenological Analysis. Transcripts of two interviews are included, as 
examples, in Appendix 1. IPA is an approach to conducting qualitative 
research, based on the phenomenology formulated by Husserl in the early 
twentieth century (e. g. 1931). The method has been expounded in the UK 
largely by Jonathan Smith (e. g. Smith 1996; Smith & Osborn 2003). It 
specifically tries to investigate the ways in which qualitative research 
participants make sense of their world, and what meanings their experiences, 
actions or situations have for them. The method is intended to guide 
researchers in examining these aspects of participants' lives, recognising that 
to do so we have to accept that what they say reflects what is 'going on' in 
their heads, that is, the phenomenology of the experience. The method also 
specifically acknowledges the role of the researcher in the research process, 
both in terms of designing and conducting the research, and in its analysis 
and interpretation. Semi-structured interviews are recommended as the 
"exemplary method" for IPA fieldwork (Smith & Osborn, 2003, p. 55). IPA 
also prescribes a protocol for analysing qualitative research data which 
involves the following steps: 
" transcribing the whole interview, including the interviewer's questions 
" Initial reading of the transcript, including making marginal notes to 
annotate, recording the researcher's reaction to what has been said. It 
is suggested that the left hand margin of each page is used for the 
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researcher's initial comments, and the right hand for documenting how 
what is said may reflect underlying themes. This is done for several 
transcripts, during which time it is expected that 'themes' will emerge 
from what participants have said. 
" Re-reading of transcripts and transforming initial notes into themes, 
revising, adding to or re-grouping themes as one goes along 
" Grouping and re-organising the themes according to more analytical 
or theoretical principles. There is no prescription as to how many 
themes can be expected to emerge from any particular piece of 
research. Reflection and re-reading of transcripts can lead to a 
decision to connect initial themes together, or to split a theme into 
separate components - according to what is found. (This represents 
the 'interpretative' element of the IPA name. ) 
" Writing up the research on the basis of the themes finally arrived at. 
The steps in this process are clearly described by Smith and Osborn (2003) 
and by Willig (2001). The analysis was done with the aid of the specialist 
software, NVivo®. Each transcript was read several times, and marginal 
notes were made according to the recommended procedure for IPA (see 
above). A preliminary list of themes emerging was composed, and this 
formed the basis of the full analysis. During this process, as one might 
expect, further themes and sub-themes emerged and these were organised 
as 'Tree' and 'Child/Sibling' nodes as provided for in the NVivo software. 
Sections of transcripts which related to more than one node could be coded 
into as many as appropriate. All themes and nodes were then re-examined, 
and where necessary some sections were re-classified, and further nodes 
emerged. Eventually 12 'Tree' nodes resulted, and 139 'Child' nodes within 
these. 
Further reading and consideration indicated that in practice there were five 
overall topics, or themes, pervading the interviews, and these will be listed in 
the next section. 
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5.4 RESULTS 
The main topics of the interviews were the experiences of participants as 
older workers, and the strategies they used (if any) to deal with age issues in 
the workplace. Hence, these topics form an important part of reporting these 
results. In addition, other themes emerged, during the course of the IPA 
analysis process. These were: 
" Perceptions of the differences between older and younger workers 
(from the point of view of these participants) 
" Perceptions of 'Work' (as current in the mid 2000s). 
" Career: the 'shape' and course expected for careers today 
These topics and themes will be covered in the following order. First, the 
experiences of the participants as older workers, will be reported as they 
relate to the research questions. Then, the three emerging themes of the 
perceived differences between older and younger workers, the perceptions of 
work in the mid 2000s, and the career 'lifecycle', will be discussed in terms of 
how they may explain the experiences of the older workers. Finally, the 
strategies which the participants apparently used, to deal with age in the 
workplace, will be expounded. Strategies which appear to be primarily self- 
directed, as opposed to those which seem to be other-directed (see Chapter 
3 Section 3.7.6) will be distinguished where possible. 
Note about use of quotations 
Passages quoted from interviews are indented and are in smaller typeface. 
Where necessary, the interviewer is indicated by I and the participant by P. If 
no such letter is given, the speaker is the participant. Participants' words 
quoted within the main text are italicised and put in double quotation marks. 
Names given for participants are pseudonyms but are included to facilitate 
linking the various extracts from their interviews. Where names of 
companies or individuals were mentioned within interviews, these have also 
been disguised to preserve confidentiality. 
Chapter 5 159 
5.4.1 Older workers' experiences of age prejudice 
In trying to examine the main research questions relating to this study, it is 
relevant first to look at the experiences of participants in their roles - present 
or past - as older workers. Seven of the participants, four men and three 
women, had particularly relevant stories to tell, and the interview quotations 
in this section derive mainly (but not exclusively) from these participants. 
The four men - Brian, Gavin, Charles and Don - had in common the 
experiences of having their working circumstances changed against their will, 
through redundancy or enforced retirement. Two of the women - Helen and 
Julia - had in common that they had both been very senior in their fields of 
work. Helen had been a top journalist, magazine editor and publisher in her 
specialist field (in which she still worked, though freelance), and Julia had 
reached a very senior, board-level position in advertising, achieved over a 
career of about thirty years. Diane had reached a fairly senior administrative 
position in a university department. 
The experiences of these seven participants are particularly helpful in 
understanding the possible effects on people's working lives of the reactions 
of others to their age. This does not mean that the other participants had not 
experienced ageism, or had nothing interesting to say on the topic. 
Age-related organisational policies were one way in which age affected 
people's careers. Charles, the Army officer, found this, when faced with the 
Army policy of retiring officers at 55 even if they were in the middle of an 
important job. He expressed a certain deprivation in being forced to leave an 
interesting job ("I would have liked to have continued'), and a sense that this 
was purely because of a rule regarding the age he had reached, that he 
would be "blocking a slot" (for a younger person) regardless of the special 
skills and interest he might have brought to the job, and regardless of the 
wishes of his immediate boss. Charles had also wished to stay on a little 
longer to improve his pension, but "the system would not allow it" and he 
was forced to retire from the Army. 
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P ... My boss... wanted me to be extended, but the system would not allow it, 
because it used the reasoning that if I were to stay, that I would be preventing 
somebody who was younger, being promoted, by virtue of the fact that I would be 
blocking, blocking a slot... so - 
Oh that's interesting because it makes it sounds as if individuality doesn't 
count for much, it's sort of - 
R It doesn't necessarily. 
- you're kind of a peg. 
R Absolutely. 
Were you happy to leave or did you have other thoughts about it? 
P Well I would have liked to have continued, with the job that I was doing at 
the time... because it was intellectually stimulating, and I quite like change 
management, and I was also dealing with a couple of other areas ... in which I was 
particularly interested, so from that perspective I was not that keen to leave. On 
the other hand, I knew, that - and indeed I hadn't quite served, because I joined 
slightly late, what with my knee and everything, and er I hadn't quite fulfilled the 
requirement for my full 34 years of service from commissioning, to get my full 
pension. It doesn't make a huge difference, but just a small element, so from that 
perspective it would have been good to have stayed a little bit longer (Charles, 
retired Army officer, now working in consultancy) 
Thus Charles exemplifies the way in which, purely on the basis of age, he 
had been compelled to leave a job he enjoyed, was good at, and wished to 
continue. On the other hand, the regulations were rigidly applied in the Army 
so it could not be said that Charles had been discriminated against at a 
personal level, or stigmatised in any way. This differed somewhat from the 
experiences of Brian and Gavin, who had both been 'early retired' from their 
jobs as bank branch managers as part of major reorganisations of the banks 
they worked for (different ones, but both among the largest UK banks). 
Well, I worked for [name] Bank all my life, and -- er I was made a manager in 1987, 
so I suppose since then is perhaps more significant from the working point of view, 
and that went along quite happily until -- about the late nineties, 98,99, the bank 
started changing, so that would probably be when I was thinking in my mind that 'I 
don't like this job as much as I used to' and banks were also at that time thinking that 
when people get to their early fifties then we should get rid of them. (Brian, bank 
manager, enforced early retirement) 
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It appears that what was happening was that reorganisation of the banks led 
to the abolition of the traditional branch manager role, which was often filled 
by people aged about 50. In addition, many of the functions previously 
performed by managers, such as decisions about credit, were being handled 
in new ways, and computerised, using credit scoring systems. Thus the 
value of the experience of people such as Brian and Gavin was diminished. 
In Brian's case, the change was also related to the reorganisations resulting 
from a merger between his bank and another large UK bank. He seemed to 
feel that his experience had been replaced by "credit scoring and computer 
systems" such that experience was completely devalued, and the bank could 
replace the 50-year old cohort by "people in their early twenties, who are 
more adaptable": 
The bank's become very much a sales organisation, rather than when I joined it was 
more of a lending type of organisation, it didn't exactly sell as such, it responded to 
customers' requests, and analysed things in a banking sort of way, whereas now, 
very little lending experience is needed, frankly, it's all credit scoring, where a 
machine makes the decision. And erm, and so having designed those systems and 
various other ones, ..... where credit scoring and computer systems can make 
decisions, erm you don't actually need the experience. So having done that, they 
can say well people over 50, who are quite expensive, we can get rid of them, and 
we can employ people in their early twenties, who are more adaptable. (Brian, bank 
manager, enforced early retirement) 
He believed that the bank might now have realised that it had perhaps 
deprived itself of a source of experience and knowledge, but it was too late 
for him. 
A generation before me, all left at 52,53, and now my generation's the second lot, 
but I don't think there will be a third one, I think -I think the realisation will have 
come, that -- you need the experience. (Brian, bank manager, enforced early 
retirement) 
At the age of about 52, Brian was therefore faced with the diminution of his 
role, culminating in his being asked to leave by taking a very early retirement. 
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This kind of loss of control over one's destiny seemed to involve a certain 
amount of humiliation and pain associated with a loss of status: "one could 
see the authority dwindling" Brian uses words like "disillusioned", 
"disaffected, " as his management authority was "eroded, " to the point where 
he almost felt relieved to leave. Brian's account suggests that while it was a 
level of management that was being removed, rather than people being 
targeted simply on the basis of their age, he felt that the fact that the typical 
branch manager was aged about 50 was used as a way of justifying or 
explaining the decision to dispense with them, and making it sound 
reasonable "now you're sort of 51,52, it's time you left the organisation"'. 
.... banks started to devalue being a manager, they didn't appreciate experience... 
people like me started to get a bit disillusioned, about our sort of value to the 
company, erm, our authority was steadily eroded, and our benefits, total 
remuneration package was sort of being nibbled away at, and a lot of people like me 
who you might sort of call old school bankers, were starting to get sort of 
disillusioned, disaffected, erm and weren't terribly surprised when sort of the 
opportunity came, sort of 'now you're sort of 51,52, it's time you left the 
organisation'. So it was a mixture of relief, a bit of disappointment, erm -- that most 
of us felt at that time. (Brian, bank manager, enforced early retirement) 
The situation had changed to the extent that Brian felt he had no choice but 
to take the opportunity to leave, on an early retirement package, even though 
he was only in his early fifties. The following passage gives further 
explanation of what happened - how Brian was in effect demoted, and how 
he felt about it - "undermined"; and how that led to his decision to take the 
opportunity to go. 
The reason for that is yes, having been trained and spent the career learning, if you 
like, and then the second half of the career being a manager in various positions, 
when that is then eroded, then you - not just me individually, but everyone like me, 
was no longer a manager of a branch, we were sort of someone in a call centre, I 
don't know, someone in a call centre, I was still called a manager, but I didn't have 
the position, the job position changed dramatically. So the bank if you like, made it 
easy for people like myself to say 'Look, this isn't what I was trained for, this isn't 
what I was doing five years ago, ' your authority is undermined, you can't offer the 
service that you used to, and so when the opportunity comes to go, you have to take 
it. (Brian, bank manager, enforced early retirement) 
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When filling out the questionnaire recording sample details, Brian pondered 
which box to tick as to whether he had retired voluntarily or not: 
If the role had not changed so dramatically I would not have willingly left the bank. 
So I suppose it's 3 [retired voluntarily] really, because my role did change, and 
therefore I didn't want to continue. I think most of my colleagues would say that, if 
our roles hadn't changed so much. (Brian, bank manager, enforced early retirement) 
It is interesting that Brian classified himself as having retired voluntarily, given 
that the way the bank had abolished his role, and had subjected him to what 
he saw as humiliation, could be perceived as forcing his hand. Gavin's 
experience was similar, although his bank had not recently engaged in a 
merger. Like Brian, Gavin perceived a loss of his role, to the point where 
aspects of the job had become hard to tolerate. Gavin described how "you 
just couldn't do anything without having to report in and tell people what you 
were doing", which, for him, was not a satisfactory way of doing business "(it] 
is not how it works, really". Clearly, Gavin had found it to be a difficult 
situation, and while he had felt isolated, once he had decided to "volunteer" 
to leave, he found that many of his colleagues had done the same: 
.... a large proportion of my colleagues, you 
feel a bit isolated at first, and feel oh, 
sort of OK, I'll volunteer, and then you find everybody else has done the same! 
[LAUGHS) (Gavin, bank manager, early retirement) 
Once again, it was those over 50 who, according to Gavin, bore the brunt of 
the reorganisation and job cuts. 
There weren't many left over 50, after - after a few years..... So yeah, the older 
levels were just gradually whittled away really, in one way or another, as I say, I 
don't think there have been any compulsory at all, it's all been voluntary, or reaching 
retirement, but I don't think there were many that actually reached their 60`h 
[birthday], retirement age. (Gavin, bank manager, early retirement) 
However, Gavin believed that compulsion would have entered the picture, 
had enough people not volunteered. 
I think it was over 50, yeah, anything where it wasn't convenient for people to 
remain, were encouraged, you know..... we only ever had one small er, er, - group of 
Chapter 5 164 
people who were compulsorily made redundant, .... so whether if sufficient people 
hadn't volunteered, then they might have had to come back to that, I-I- yes, that's 
always a threat, but... when you've got the opportunity, you - in terms of that, most 
people jump for it. (Gavin, bank manager, early retirement) 
Thus in the case of Brian and Gavin, the actions of their banks did, whether 
by accident or design, specifically target the 50+ age group, to the point 
where people who had spent their whole career so far in those banks, were 
jettisoned during the course of reorganisations, and were left feeling 
humiliated and marginalised, to the point where being offered early 
retirement on reasonable terms was considered to be the best outcome. 
This seems to differ somewhat from Charles' case, in that Charles believed 
his boss would have liked him to have stayed on, had Army regulations 
permitted it. 
Don presents an example of age stigmatisation in a different context; he had 
spent most of his career in market research and had reached a senior 
position in a medium-sized company. He had handled major client accounts 
and supervised other employees, and indeed reached the level of joint 
managing director. However, this had not protected him from being 
increasingly marginalised, and excluded from the aspects of the work he 
liked best - project management, developing expertise in particular product 
areas, and the day to day contact with the client. 
... going back to this period say five, ten years ago, I was very much the guru in the 
alcoholic drinks market, and [colleague] and I ran - were quite - we were proud of 
that, I suppose, and used to - you know, we were known, for - certainly [other 
colleagues] used to talk about you know, being the booze kings, or whatever 
[CHUCKLES]. (Don, market research director, now self employed) 
However, this enjoyable phase had come to an end when a client had asked 
to have younger people working on his account. Don implied that he was 
categorically told that he was too old to be dealing with client executives in 
their twenties. 
Well, what happened in the end, one reason I was taken away from the front line 
really, certainly one client quite diplomatically said to me 'You're too old, you should 
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have more young people fronting the account', because the client people were you 
know, in their twenties, and they don't really want to be dealing with a father figure, 
you know, they'd rather have people their own age. (Don, market research director, 
now self employed) 
Don then described his reactions to this experience. While he seemed to 
accept that "getting on socially with people, that's how business is generated, 
these days" and that the client's wishes had to be respected, even if they 
could be considered `ageist', he reported being "peeved" or "miffed". 
Well, I was a little -- well, I won't say shocked, --I was a little peeved I suppose at 
the time, because I felt, I liked to think I was giving 105%, in terms of service, so erm 
-I was a bit miffed, erm -- but sitting back, reflecting on it it was quite 
understandable really, and er you know as with all these client relationships, the 
client tends to be right ....... 
So yes, so there was a touch of ageism, which isn't 
supposed to exist, but inevitably it does, in a more subtle sort of way. (Don, market 
research director, now self employed) 
Don's narrative indicates that this experience was 'the beginning of the end' 
for him: 
Well, I mean the strategy that was adopted was I was given a new role, in the end, 
and you know, I was put --I was taken away from the front line. (Don, market 
research director, now self employed) 
The eventual result was that, after organisational changes including a 
takeover, the job he was given was not satisfying and eventually he "chose to 
opt out" at the end of a three-year contract. 
... things changed a bit, and in the end I was not doing any sort of front line market 
research, and I had a fairly abstract job of [Director in charge of quality control], 
which wasn't very satisfying, and so I was given a three year contract at the time the 
company was taken over, and at the end of the 3 year contract I chose to opt out. 
(Don, market research director, now self employed) 
That he was not completely happy with this outcome is suggested by the 
following somewhat bitter comment: 
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I mean a lot could be said for somebody with 30 years' experience, but they're on 
the rubbish heap. And that happens a lot. (Don, market research director, now self 
employed) 
Don's account indicates how the perception that he was too old - since in 
this particular industry, it was believed that the client service executives need 
to be of a similar age to the clients - led to the decline and eventual end of 
that part of his career. Interestingly, Don did not mention trying any particular 
strategies to preserve his "front line market research" career; he appeared to 
deal with the situation by accepting it (indeed, even seeing it as reasonable), 
becoming self-employed and realising other goals, including a change in 
work-life balance. This will be discussed in a later part of this chapter. It is 
also striking that Don, like Brian and Gavin, felt that his decision to leave that 
employment was voluntary. While this could be an understandable wish to 
retain a sense of control or choice about what had happened, it is 
reminiscent of the findings of Morrison et aL (1987) on the "glass ceiling" 
affecting women's careers, who found a common thread in the experiences 
of female executives whose careers had been stymied, in effect, purely 
because they were women, even though each of them had seen the problem 
as being unique to them. In the sense that had these three men not been 
aged 50 plus, their careers would probably not have foundered at that point, 
the analogy with women's glass ceiling is thought-provoking: although only 
Don specifically attributed his experience to age, one may speculate that had 
all three men been younger, new roles would have been found for them 
where their experience could have been put to good use. 
Another kind of personal experience of ageism was related by Julia, who had 
been a very senior advertising executive. She told of having conducted 
virtually all the work for a new business presentation, but then having been 
rather blatantly excluded from the presentation, on the grounds of age, as 
she had interpreted it. 
We were pitching for [client business], and .... 
I did some research, and then Karen 
came in and we put together the presentation, and I heard [boss] say 'Oh Julia's 
done the work, but I'd rather Karen was presenting, because erm -- because Julia's 
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--' well, I don't know if he said it's because Karen's younger, or because Julia's too 
old, or -- or something.... (Julia, advertising director, now self-employed) 
She had an interesting explanation as to why older women were not welcome 
in some aspects of advertising, reminiscent of the 'terror management' 
explanation of stigma (Solomon et al., 1991): 
I mean the other thing that erm one acts as, as a woman in her fifties, is a reminder 
to any man in his fifties or sixties, that he is growing old, and you can see the fact 
that they are lusting after young people, ...... and they 
kind of look at you and think 
'She's like an albatross, she's actually younger than me, yet that's my world and it 
makes me sick to see her old', yes it reminds people of their age, their mortality, I 
think. (Julia, advertising director, now self-employed) 
In the end, Julia left employment in advertising following a series of changes 
in the business, including the loss of a major account on which she had 
worked. At the time of the interview she was working as a freelance, which 
she found had certain advantages for an older woman, which will be 
mentioned later. 
Diane had experienced being rejected on age grounds, when applying for a 
new job. 
Quite a few years ago now, I saw a job advertised in the local paper.... so I chucked 
in an application, and the chap who owned the company rang me up, and we had a 
talk on the phone, and it all went very well, and at some point, he obviously slipped 
in a question about my age, and I can't even remember being aware of it, and.... I 
was expecting to be called in for an interview or something like that. Didn't hear 
another word from them. Didn't sort of bother me overly, because it was only a sort 
of passing whim. A few weeks later I was talking to a friend who lives locally, she 
had had exactly the same experience, and she was my age, and she'd applied for 
the same job, she had the same discussion with the chap on the phone, he also 
asked her for her age, and she never heard another word. That really pissed me off 
because I thought that can be the only reason that he hasn't asked either me or this 
friend of mine because again, we'd erm - we'd both had all the right experience. 
(Diane, university administrator, working) 
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It is interesting that while Diane could accept not being considered for the job 
on her own merits ("Didn't sort of bother me overly'), once she found out that 
another woman had had a similar experience she deduced that age underlay 
both rejections, ("that can be the only reason that he hasn't asked either me 
or this friend of mine') and this made her very angry ("that really pissed me 
off) and led her to determine not to risk that experience again ("I wouldn't 
even get looked at, because of my age'). The fact that this potential 
employer was apparently screening applicants out on age grounds made it 
not a 'level playing field' for older applicants, which Diane felt deterred her 
from making further applications to other employers. 
Even in the absence of a particular, age-related experience at work, some 
participants reported having experienced a kind of 'identity crisis', a shock in 
realising that one was seen as an older person, by colleagues, work 
contacts, or other people in general. This seemed to be an unwelcome 
experience, and for Lisa, contrasted with how she felt. 
... when you get to a certain age, we don't feel it, I think, when you get to 
60 it's quite 
a shock, gosh I'm a pensioner, I'm old, I don't feel it! (SLIGHT CHUCKLE) (Lisa, 
retired, former university secretary) 
Helen's account is particularly interesting, as she compares recognising that 
she is seen as older, to a realisation earlier in her life that she would never 
have a child. There is a sense of an important milestone having been 
passed, on the journey towards older age, the end of a career and, we may 
imagine, the end of life. This was something that Helen needed to 'come to 
terms' with. 
I So do you feel there was any particular point in your career where you 
thought you know, people see you as an older person? 
PI don't know if it was a sudden moment, but I've been very conscious of it for 
quite a long time, and er it's very strange, because, obviously I don't see myself as 
an older person (LAUGHS) coming to terms with erm - (SIGH) - yeah I mean it was 
like coming to terms with 'It's too late to have a child now', was a huge, huge thing, 
and I still blocked it out, I didn't really deal with it, erm, and --- (SIGH) -- when did I 
become aware that people saw me as an older person? I don't know, I think it's 
more that you become invisible, than that you become an older person. I know that's 
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a cliche now, but I, but I do believe that people just stop looking at you, they just 
don't see you, you're just disregarded. (Helen, publisher/journalist, now self- 
employed) 
She then continued to describe a particular occasion when it had dawned on 
her that people saw her as older, and she attributed to that, her perception 
that they had seemed uninterested in talking to her: 
PI went to [an event in her industry) do not very long ago, and after the talk, 
erm there was standing around, drinking and talking, and er I engaged two or three 
people in conversation over that next hour or so, and I felt they very quickly didn't 
want to carry on the conversation, now maybe I'm very boring, but LAUGHS erm I 
thought I was being quite jolly and chatty and so on, and somehow - now maybe it's 
an industry thing, maybe they weren't interested in my area, and therefore didn't 
want to carry on the conversation, but I just felt that if I'd been, if I'd been a younger 
person, that that wouldn't have happened, er and I don't particularly mean related to 
physical attractiveness, I just felt that they weren't that interested, erm, and I was 
particularly conscious of it, that evening, because there were a few people that that 
happened with, and sometimes I just, I feel that I haven't got anything to say, but I 
did feel quite chirpy and chatty that evening, er and I was very conscious that they 
made their excuses and moved on. 
I Oh right, and what did you feel about that? 
PI felt badly, I felt, what's wrong with me, am I really so boring? Was it my 
appearance, was it er -- you know, was it, that I was er -I just thought is this 
something I can do something about, or do I have to accept that that's how it is for 
the rest of my life? I felt very down about it, very upset about it, because I was 
pleased to be in the place, I enjoyed being there, I'd enjoyed the talk, and I'd really 
felt I'd made an effort, which is not something I do always, by any manner of means, 
...... and I just thought 'Oh, I'm one of the oldest ones here, maybe possibly the 
oldest one here, maybe I'm past all this, maybe I shouldn't even be trying'. (Helen, 
publisher/journalist, now self-employed) 
This extract, describing her distress at what had occurred, seems also to 
express Helen's sadness, and fear, that she should perhaps be accepting the 
ending of another phase in her life, that she has now moved on from being, 
as she had been, quite a significant figure in her specialist work area, to 
someone of marginal, or even of no, interest to other people in her industry. 
There was a mismatch between how she had thought she was presenting 
herself I thought I was being quite jolly and chatty" and her perception of 
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how they had reacted "I just felt that they weren't that interested", which led 
her on to ask herself "Am I really so boring? " and then to consider that 
"maybe I'm past all this, maybe I shouldn't even be trying. " She attributed 
this experience to her age: "I just felt that if I'd been, if I'd been a younger 
person, that that wouldn't have happened. " 
Both Diane and Helen therefore had had specific (though different) 
experiences of rejection which they attributed to their age. Julia described an 
analogous experience, though in her case it did not seem to have occurred in 
such a sudden, eye-opening way. She manages to express the sense, that 
she had had as a younger woman, that she was attractive and that 
"people... want to have you around"; in spite of the fact that "you knew far 
less" and to contrast that with the present situation, when, although much 
more experienced, she was not wanted "around so much", and "suddenly 
they let go"; which she implicitly seems to attribute to an age-related loss of 
the "sexual chemistry"". 
I Was there any particular point in your career where you became kind of 
vaguely aware that you might be considered older, than your colleagues? 
P Erm, yes ...... I guess when one's younger, there's a lot of --- not even at a 
necessarily expressed level, but there's a lot of sexual chemistry, and people kind 
of like want to have you around, because you kind of look OK, and you're fine, and 
suddenly they don't, and you sense that 20 years ago, when you knew far less, the 
chaps were always saying Yes, we want Julia, and we want her to run our business, 
and suddenly they let go. Yes, some of them are loyal and wonderful, because they 
know you and love you, but those that are a bit more superficial, you can just sense 
that they don't want you around so much. Yeah. (Julia, advertising director, now 
self-employed) 
Some had noticed a lessening in energy for work, or a lower tolerance for the 
hassles associated with work. This might be (though was not necessarily) 
attributed to the ageing process. 
.... always having been conscientious, and always having been a worrier, I find it 
harder and harder to separate school, I find it harder and harder to leave those 
worries and concerns, in school, and come home, and find, you know, whether its 
hormonal or whatever it is, I get too upset about things, I don't think, you know, my 
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threshold's changed perhaps in the last few years. That I can't, things get to me in a 
way that they didn't before. (Susan, school teacher, about to retire) 
II don't even think about it, I just get on and do the job, but very occasionally 
something reminds you, you're older. 
I What kind of thing might that be? 
P Well the fact that you get tired at the end of the day, and - er - yes, when 
you're speaking to younger colleagues and things, and that makes you realise your 
outlook on something is to do with your age. (Elaine, university secretary, working) 
The experiences and views related in this section seem to answer some of 
the research questions in that there is evidence of labelling of older workers 
as such, and evidence of consequent negative effects on their careers, 
whether due to organisational regulations such as the ending of Charles's 
Army career, reorganisation with its impact on a particular cohort, such as 
Brian and Gavin's bank experiences, or age discrimination such as Diane felt 
she had been exposed to. There is also evidence that being perceived as 
older had negative impact on established careers (in the cases of Don and 
Julia); and Helen's experience of more personal rejection appeared to have 
caused her emotional distress. 
5.4.2 What explains workplace ageism? 
The IPA analysis has indicated three themes which seem to provide at least 
partial explanations of workplace ageism, from the point of view of these 
older workers. (It needs to be kept in mind throughout, that the views of 
younger workers are not represented in this chapter. ) The three themes 
were: differences between younger and older workers; perceptions of work; 
and the way in which 'career' is conceptualised. These themes will be set out 
in the following three sections. 
5.4.3 Theme 1. Differences between younger and older workers 
When considering these older workers' perceptions of the differences 
between younger and older workers, we must bear in mind that many if not 
most of them had at one time or another been in the position of supervising 
other staff, including involvement in decisions about hiring. When 
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propounding the differences between age groups, therefore, they were not 
only speaking from personal experience, as an employee, of ageing within 
the workplace, but also from experience of being a decision-maker about the 
employment of others. However, in the present study they were speaking 
from the position of being someone over 50 talking about their own 
employment experiences; and for these interviews, participants were largely 
interviewed in their own homes, away from the trappings of any 
organisational role. Study 2, which involved interviews with employment 
'gatekeepers', of a range of ages, will examine this topic from the specific 
point of view of such decision makers, answering in those specific roles. (The 
concept of 'position' in talk, and its potential importance to the interpretation 
of interviews, is covered in Harre and van Langenhove, 1999. ) Participants 
in the present study talked about differences between younger and older 
workers from their own experience, but also gave their impressions of how 
such differences were perceived by others in work contexts. These 'others' 
might include managers and other decision makers, fellow employees, clients 
or other contacts. To this extent, this subject-matter of the present study may 
be considered alongside the findings of Study 2, reported in the next 
Chapter. 
The main 'domains' of difference between younger and older people, in 
relation to work, perceived by are summarised below, and will then be 
discussed in turn. 
TABLE 5.3 
Summary of perceived differences between older and younger workers 
Older workers Younger workers 
Experience and skills 
Experienced, but may not have latest, or 
indeed, any, formal qualifications 
Likely to have recent qualifications, but lack 
practical experience 
Better people skills (due to experience and 
maturity) 
Less good at handling people 
Knowledge 
Not open to learning new skills Both willing and able to be trained 
Personal qualities 
May be 'set in ways', not open to new ideas, 
rooted in past, resist change 
Flexible, open to change, innovation, up to 
date with language of today, latest 
developments e. g. in IT 
Assertive, argumentative, may question Malleable 
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management decisions 
Less agile mentally and physically Mentally and physically more agile, stronger 
Jaded, tired Energetic, enthusiastic 
More careful, not risk taking Risk taking, may make mistakes 
Cost/benefit to employer 
More expensive to employ Less exp ensive to employ 
Career mostly behind them, not a long term 
prospect, not worth investing in 
Careers ahead of them, worthy of 
investment, e. g. will move (house, area) to 
advance career 
Conscientious, loyal, hardworking Unreliable, need'nagging'; young women 
likely to take maternity leave 
a) Experience and skills 
An essential dilemma faced by employers was well summed up by Harry, a 
retired executive from engineering, talking of how employers in his field of 
engineering had to choose between the experience offered by an older 
worker, and the qualifications of a younger one. 
One of their measures of course is qualifications, you must have this qualification 
and that qualification. And of course the problem they come up against is that some 
of the grey hairs don't actually have those qualifications, so they want the grey hair, 
but they want a man of about 35 with all the qualifications that they need, with the 
experience of a 55 year old. (Harry, senior engineering executive, retired) 
Part of the value of having experienced people is that younger colleagues 
can benefit from the lessons they have learned, as Charles, the retired Army 
officer, observed, particularly when dealing with more difficult matters, and 
"when the going gets tough': - 
There's a degree of the young people looking to the more senior, in both years and 
in experience and in rank, er for their experience and understanding, on how to do 
difficult things, and when the going gets tough, they look to people that had the 
experience and had seen it and done it before. (Charles, retired Army officer, now in 
new consultancy career) 
Lack of experience can mean problems arise due to unrealistic expectations, 
and working in a generally fast-changing environment. Richard, talking from 
the position of an older adviser, would counsel against change for its own 
sake: 
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P But the problem is, particularly with the younger people, they have a wholly 
unreal expectation of what can be done in what timescale. And the only problem 
you've got, is to actually tell them these things do take time. You can't recruit new 
people overnight, what they might think is going to take two months, will undoubtedly 
take a year. 
I And why do they have that expectation? 
P Because they live in a fairly fast moving environment where things do 
happen 
fairly quickly, but moving people around and sorting things out doesn't happen very 
quickly. If it does happen quickly, it's probably not worth doing. Hmm. So tempering 
expectations is probably one of the more difficult things you have to do. It's easy to 
change things, but you want to change things for the better, not just change things. 
So there's always an impatience to get on with things there, but sometimes 
unwarranted. (Richard, former engineering CEO, now corporate recovery 
consultant) 
People skills are another area where age and experience may be valued. 
Barbara, a beauty shop proprietor, described how older women were far 
better in handling her customers: 
I've also found that women returning to work, in their fifties, are way, way better, 
they're great with customers, customer service is not an issue. (Barbara, own 
business, working) 
Reservations about the capability of younger people to deal with certain 
situations also lay behind the reluctance of Yvonne to employ them in the 
medical practice where she worked. This echoes Charles's view that the 
skills of older people are particularly valued by colleagues when matters are 
difficult. In this case, Yvonne referred to the "life skills" that derive from being 
a more mature person, rather than any particular work-related skills: 
But we did have some applicants that were youngsters .... I suppose the overriding 
feeling is that 
...... they're not going 
to have -- well, say the life skills to deal with -- 
well what can be, some very awkward situations, and what you don't want is 
somebody who er, a doctor's receptionist sort of bursting into tears, or sort of 
shouting back, so you have to have that, sort of right sort of person that can cope, 
and maybe what's required does come with the older, older woman [CHUCKLES] 
that sounds horrible doesn't it, a more mature woman. (Yvonne, medical practice 
senior secretary, working) 
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And as a customer, experience is appreciated in certain retailers which have 
made a virtue of employing older people (e. g. Lissenburgh & Smeaton, 
2003). Jill clearly saw younger people as unlikely to be able to meet her 
needs as a customer of Homebase, whereas by implication an older person 
would. 
-- the thing that keeps coming to mind, it's not a good example, but it's the one that 
keeps coming to mind, you know, is how nice it is to walk into Homebase, and 
actually lyou know, you're not being served by a spotty youth who doesn't have the 
faintest idea what on earth you're talking about, but actually somebody who says 
"Oh yes" and that, for me, that would have been useful whether I was 30 or 60, 
somebody who knows what they're talking about. (Jill, clinical psychologist, working) 
Kate also felt that some roles just needed the life experience of an older 
person, and in the following extracts gives two examples: 
... perhaps I'm being prejudiced now, I think it's ... I would not think someone who's 
19 could be a marriage guidance counsellor. Because they just, they've just not had 
sufficient life experience. 
and 
... perhaps I'm getting really old now, but... I once came up against someone who 
called themselves a-- I'm sure banks have these wonderful titles and that, like 
account relationship manager, or some such thing, and it was some 19 year old boy! 
Who was advising you about how to -- the best way to -- and you just think, 'Oh 
God, sonny' before you even start. I just don't think certain jobs are suitable 
[GIGGLES] for young people. (Kate, human resources manager, working) 
Kate and Jill expressed their views in somewhat ageist ways ("spotty youth", 
"Oh God, sonny) but appeared to feel that young people lacked the 
knowledge or life experience to deal with the situations described, and 
therefore, as customers or recipients of advice, Kate and Jill had not had faith 
in the younger workers. In contrast, in a working environment which seems 
to move on at an increasingly fast rate, the value of the latest qualifications 
was emphasised by some. In technical fields, particularly in relation to IT and 
electronics, knowing about the latest developments was regarded as crucial. 
In accountancy, the rules and regulations appear to change frequently, and 
there was particular value attributed to having recent qualifications, 
something which was associated with the younger, new recruit. 
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I Why do you think younger people are regarded as bringing fresh thinking? 
PI don't know, maybe it's because they think they've got more energy and 
enthu -- more enthusiasm, er, that they've still got much more potential, longer term 
potential, than someone who's turned fifty? I'm not sure, personally I don't see any 
obvious reason for it, but it seems to be the way it works. 
I Why do you think they'd think that they had more potential? 
P It could be that they take the view that they're more recently qualified, so 
they've got more recent knowledge of the new ways of working, in terms of what - 
the studying that they've done, so they've a more modern perspective on how to do 
things, they're more up to date with current thinking, and therefore they can apply 
that in the workplace. (Jeremy, accountant/finance director, working) 
b) Personal Qualities 
Dealing with change 
A prevalent view of older employees was that they would be much more 
likely than younger ones to be `set in their ways', which in the context of a 
rapidly changing working environment, meant that they would less readily 
adapt to the changing realities of working life. Former bank manager Brian 
had observed the way in which this assumption had appeared to underlie the 
decision of his employers to strip out a whole level of management, mainly 
consisting of branch managers aged 50+. 
... they can say well people over 
50, who are quite expensive, we can get rid of 
them, and we can employ people in their early twenties, who are more adaptable, 
because when you get to my sort of age, I recognise, you are less adaptable, to new 
ideas, you hang on to old ideas, thinking that there's some value to them, which 
there probably is, but - so that's a little bit less flexible, than someone who's brought 
in in their mid to late twenties, and is more sort of gung ho and more malleable, 
probably. And they can shape those people, they can improve the type of person 
they want, rather than change an old dog, you recruit a new younger dog. (Brian, 
former bank manager, early retired/redundant) 
The above quotation is of interest in that it covers a number of reasons why 
an organisation might prefer to employ younger people. First, Brian 
suggested that older people were more expensive to employ than younger 
ones; second, not only might younger people adapt more readily, but they 
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were also characterised as "malleable" which literally means 'able to be 
beaten, rolled, etc., into a new shape' (Chambers Dictionary, 2006), whereas 
older people would "hang on to old ideas" which although they might have 
some value, clearly from the employer's point of view constitute an obstacle 
to the 'malleability' of the older workers. A younger person, however, 
according to Brian, was characterised in the organisation as "a new younger 
dog" which could be shaped and trained to be obedient to requirements. At 
another point in his interview, Brian expanded on that theme: 
Well, almost as soon as anyone hit 50 or 51, -- (sighs]- you were flagged as being 
a bit too old to erm assimilate new ideas, new ways of doing things, etcetera, and 
probably also, you were a bit more expensive than the younger ones. And -I think 
probably also, you could speak our minds a bit more, and that doesn't go down well - 
too well, in modern large organisations, where physically everyone has to go with 
the central decisions, you know, I mean I grew up in the bank where erm - and it's 
the same in lots of other banks as well, I know, where managers were expected to 
have -- know their own mind, and you were expected to put forward your views, 
and everyone would discuss your views, and disputing senior people, sometimes, 
because you thought something wasn't quite right. And you'd have a healthy 
discussion with your area manager. (Brian, former bank manager, early retired) 
So not only were the older employees seen as more set in their ways and 
change-resistant, they had also been used to a culture of independent 
thought, where they were expected, as managers, to contribute to a "healthy 
discussion" with their bosses. In the case of the bank he had worked for, he 
attributed this culture change to a merger which had taken place a few years 
before. 
The merging with [Bank A], of the (Bank B], had a very very different working 
culture, more sort of cloth cap culture, you might say, arm, the culture then very 
much became Well that's what we've told you to do, so just do it, don't dispute it. ' 
And the fact that you might have more experience than the person above you, didn't 
carry any weight. Whereas in the old [Bank A] culture, it would, your opinion was 
valued. (Brian, former bank manager, early retired) 
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We may suppose that with such a fundamental culture change, the people 
recruited, trained and promoted under the previous culture would not readily 
fit in to the new 'just do as you're told' culture. It is interesting that the 
capacity for independent thought, in older employees, founded in experience, 
was in this case considered to be concomitant with resistance to change; 
Brian described a situation in which a culture change had been imposed, and 
the older employees were, in various different ways, including their 
independence of thought, seen as an obstacle to carrying this change right 
through the organisation. According to Brian, the new management had 
sought a team of younger 'yes-men' likely to be passively 'malleable' rather 
than proactively 'flexible', who would perhaps not be rewarded for any 
independent thought. The dog analogy seems particularly telling, in that, 
according to Brian, the younger people were the younger, trainable, obedient 
dogs, and the older people were the difficult old dogs. (We must remember 
that Brian was himself a victim of this culture change, and would be unlikely 
to view it positively. ) Jeremy, in contrast, described a situation where older 
people in his department were resistant to change for different reasons, 
which he implies might include a desire for an easier life. 
Well, if you try to do anything different, they're not interested in sort of doing 
anything different, they just want to stick to the same way they've done things, but 
it's less hassle, the way they've done it, they presume it's the best way. (Jeremy, 
accountant/finance director, working) 
Jeremy went on to imply that such resistance might even turn into a kind of 
sabotage of change: 
P Well, if you get someone who's not willing, erm, its more -- they will either 
outrightly say to you, 'I've always done it this way, this is the best way of doing it' or 
sometimes, this is the more common approach, 'Yeah OK', you get the impression 
they're thinking about changing, but then when you look into what they're doing 
three or four months later you discover they didn't do anything at all, they were just 
carrying on exactly the same - (CHUCKLES] same old way. 
I Ohl see. 
P Which is really annoying. (Jeremy, accountant/finance director, working) 
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Another participant acknowledged that younger people did not like change 
any more than older ones, but the younger staff in her organisation would 
express their resistance whereas the older ones would adopt a `passive 
resistance' strategy. 
I can think of instances at work where some of the younger ones, the 30 year olds, 
20,30 year olds, had to start a new way of working, and some of them didn't like it, 
no. No. .... 
I think the younger people could be more vocal, in their attitude, to a 
certain extent. I think the older people wouldn't say quite so much, but wouldn't do it 
anyway. (Anthea, design engineer, retired) 
Another form of resistance to change was described by Tony, who, in trying 
to sell an innovative service to various corporate clients, had experienced 
obstacles which he attributed to scepticism among the older buyers, who felt 
they had `seen it all before', whereas the younger contacts "were a little more 
open minded". 
And I think the older the contact was, the more sceptical they were, and in some 
cases they'd say 'Oh yes, we've had people like you before', and this was something 
else that was becoming a problem, they'd say 'Oh yes we've tried such and such a 
company' or whatever it was, individual and 'oh they made a right mess of it'. And of 
course it gives a bad name to anybody else coming in. (Tony, electronics consultant, 
working) 
Keeping up to date 
As well as resistance to change, it was also alleged that older workers might 
not bother unduly to keep up to date with the language and skills of today. 
This again relates to the perception that the work environment is changing 
rapidly and that there is a pressing need for constant updating. To a certain 
extent this could be done by regularly refreshing one's knowledge, keeping 
abreast of new developments. However, as people's careers progressed, 
they might become less and less involved in the technical aspects, having to 
take on other responsibilities such as management. While not actually 
caused by ageing, this could correlate with age, in that it was a function of 
seniority. Depending on the industry, this could become a problem, at any 
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age. Tony, in the electronics industry, expressed it dramatically, talking 
about young people taking career breaks: 
I mean if they went for a holiday, for six months, and went round the world and came 
back, that would be a distinct disadvantage...... Well, I mean a year would be a killer 
probably.... oh yes, it moves very fast in electronics, very fast. (Tony, electronics 
consultant, working) 
Stephen, in accountancy, described the "increasing challenge" of keeping up 
to date on the changes in rules and regulations, which he felt older 
employees felt less and less motivated to do, instead relying on past 
experience which in this rapidly changing context, was not sufficient. 
P 
... an 
increasing challenge, of keeping yourself up to date, with the rule 
context. And quite a number of people er frankly just give up that game. 
I Voluntarily? 
P Just don't apply themselves consistently enough to keep on top of it...... 
they gradually come to trade on what they think is a background of skill and 
expertise, which actually the changes of life are nibbling away at. (Stephen, former 
accountancy senior partner, now consultant/writer) 
If work did not depend on technical skills, it could be that being older, without 
the latest skills, was no drawback, and age could even be an advantage. 
This participant was a qualified engineer who was at the time of interview 
working as a 'trouble shooter' for companies which were having difficulties: 
R 
... people don't employ me 
because of my technical skills, people employ 
me because of my people and business skills. And frankly if anybody asked me 
about IT I'd be lost in three seconds but that's not actually what I'm there for. And 
what I'm there for is, you know, there's a problem and its a question of analysing the 
problem and solving it. And often doing it pretty quickly. (Richard, former 
engineering CEO, now corporate recovery consultant) 
Flexibility, creativity and forward thinking 
Related to the issues of resistance to change and keeping up to date, is the 
issue of flexibility in approach. 'Flexible' - dictionary definition "easily bent, 
pliant, adaptable, docile" (Chambers Dictionary, 2006) - appears to be used 
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to mean 'open to new ways of going things', and appears to be considered 
an advantage in terms of a person's approach to life and work. Jeremy 
juxtaposed the word "flexibility" with "forward thinking approaches" and "new 
ideas" which suggests that he is not only thinking in terms of his employees 
being pliant, but also that the younger workers were more willing to suggest 
new working methods as well as to adopt them if asked to. He expressed the 
view that while some people were good at routine work, others were good at 
being forward thinking and innovative. While there was not necessarily a 
negative correlation of flexibility with age, he implied that he had found there 
to be such a correlation, though he also commented that this could be due to 
younger people's having more recent training. 
I So if you had you know, a situation where everyone in your team was what 
you might have considered an older person, you would have felt there was 
something lacking? 
RI think it depends, it might depend partly on the sort of work you're doing. If 
you just want a team full of people, for example in finance a team of people who are 
just doing the routine salaries and wages, or the routine paying of invoices, it's 
probably less important to have flexibility, but if you're in a team on say the financial 
management side, where you're trying to develop new ways of doing the monthly 
budget reports, or presenting information to -- to managers, you want new ways of 
accounting, you need to have sort of forward thinking approaches and flexibility in 
how you tackle something. Someone who comes up with new ideas. So it depends 
on what sort of job you're talking about, perhaps...... It isn't always - it isn't always 
younger people, but there's a tendency to --I suppose it goes back to the more 
recently trained individual and there's often a link with those who are more recently 
trained, in terms of those are the younger ones. (Jeremy, accountant/finance 
director, working) 
Jeremy also went on to talk about an employee, Mike, who although older 
than Jeremy, being in his later fifties, had surprised his boss by his 
willingness to consider new approaches. The fact that Jeremy was surprised 
at this, underlines the expectations held about older workers, in that Mike 
was considered untypical of his age group. 
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I mean well going back to .... the chap [Mike], who's older than me but not as old as 
he looks, I wouldn't say he's -- the most flexible in terms of new approaches, but 
he's always willing to consider new things, because he's not one of the people who 
would always say ' Do it this way', he'd say 'Oh yes, that's a good idea, I'll have a go 
at doing it that way. ' So he is willing to take things on board like that. And I do think 
that's important. (Jeremy, accountant/finance director, working) 
Advertising is an industry with a reputation for favouring younger employees 
(e. g. Esty, Griffin & Hirsch, 1995), and Mark, chief executive of the UK office 
of an international advertising agency, here comments on his employers' 
rationale for this preference, as he saw it. 
... people tend to live 
too long, they were just - they were getting older and older 
profiles, and management tend to be old people -- who are supposed to be less 
freethinking and er quick thinking. (Mark, advertising agency CEO, working) 
The picture that therefore emerges is that older workers tend to be seen as 
slower thinking, less innovative, and less open to adopting the new ideas of 
others. 
Mental and physical energy 
Another difference emerging was the perception that while older people could 
be rather tired, in the sense of being jaded about their work and perhaps less 
enthusiastic about it, younger workers could still bring enthusiasm and 
mental energy to the work. There was also a perception that younger people 
would have more physical energy to contribute, and would work longer hours. 
This participant described how the company she worked for was taken over 
by a French company which seemed to prefer younger workers, because of 
their enthusiasm, even at the risk that they might make mistakes: 
But I think the French attitude, to their whole business, was built on taking on 
younger people. They needed to take on people who could manage a sixty hour 
week. ...... I mean what we were doing, anyone who's risen up from the shop floor, 
in any sort of position, in any of the offices, it was an unwritten rule that you worked 
extra hours. And erm age comes into that. And I think they wanted to drive the 
enthusiasm, and were prepared to erm accept the fact that people were going to 
make mistakes. (Anthea, design engineer, early retired) 
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Charles explained how the Army rationalised the rule that most people have 
to retire from it at 55: 
P But essentially everyone has to retire by 60, and the majority by 55. 
1 So what would you say the rationale for that was? 
P Well I think - the rationale is slightly questionable, and principally it's about 
the - being fit enough to be able to deploy and do things, I mean in the old days we 
might have been at war, and, and if you're 65 and you're under stress and people 
are shooting at you, and so on and you're not as nimble as you used to be, and 
you're possibly not quite as strong as you used to be, you actually, you become a bit 
of an impediment, rather than being of assistance. (Charles, retired Army officer, 
now consultant) 
In contrast, Charles expressed the view that older working people could well 
be fitter than younger ones, and implied that the Army's policy might be 
based on outdated perceptions: 
P Lots of people stay very fit indeed, and interestingly, you can look and see in 
an organisation, in a military organisation you often see the middle aged officers and 
NCOs are both mentally and physically fitter than the young people who've been 
recently recruited. Because they're more, -- they come from a different background 
in terms of their attitude to personal fitness and mental resilience. (Charles, retired 
Army officer, now consultant) 
Attitudes to risk 
One or two participants mentioned that younger workers were seen as more 
likely to take risks during the course of work, which could result in errors. 
The comment by Anthea, quoted above, about the tradeoff between 
enthusiasm and errors, also relates to this topic. We may suppose that the 
tolerance for errors depends greatly on the work involved; a degree of risk 
acceptable in an advertising agency may not be acceptable in the Army, for 
example, or where large sums of money were involved. Tony summed this 
up: 
Well, it was something new, and this is where ageism is a-- can be used as a 
weapon really against people, because some older people are resistant to change, 
and if they know, you know, a tried and tested method, erm, it's a sure way to go 
forward and a safe way, especially if your job's on the line. Younger people would 
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be so wrapped up with the innovative idea, the new idea, the one that even if 'it 
might not work, but let's try it anyway', even at the risk of you know, a financial 
problem, and they would probably take the risk, if they had the decision to go ahead. 
(Tony, electronics consultant, working) 
Conscientiousness and loyalty 
A key advantage of older people was felt by some to be their loyalty to the 
job, their reliability and their conscientiousness. In certain fields, this could 
be a particular advantage, for example where a high degree of customer 
service was needed, rather than innovative ideas. Pauline, who worked in 
estate agency, felt that younger people's social lives would hinder their ability 
to sell houses effectively, largely because, she felt, they would not want to 
spend enough time with prospective purchasers to do the job effectively: 
Well I don't see a lot of advantage [in younger people], actually, if they're not 
prepared to give the quality of service that maybe somebody a bit older would give. 
Because young people tend to - it's quite long hours in estate agency work, and 
really you have to be prepared to, if someone wants to view a house at 7.30 at night 
you've got to be prepared to do it. Some single people won't do that..... I think older 
people have got more time, and aren't rushing around like young people, and maybe 
fit the requirements better. (Pauline, estate agent, working) 
Pauline also felt that older people were more loyal to an employer and would 
stay longer in a job, and take less time off such as for illness. 
I think this is going to sound really awful, but I do think, people of my age group are 
more loyal, and I think we don't have time off very easily, for illness maybe, and I 
think a lot of young people, younger people now, just see a job for 2 years and then 
they're off. (Pauline, estate agent, working) 
Others might see rapid progression through a series of jobs as evidence of 
ambition, and therefore to be valued. According to some participants, 
longevity in a job was indeed not a particular advantage, and it is possible to 
see how the loyalty of an older worker, whether due to a positive wish to stay 
longer in a job, or a desire to avoid disruptive change as retirement 
approached, could be seen as a drawback by some employers. Given that 
experience might have been acquired in a previous era, where different 
pressures and even different values prevailed, it could be felt that it was 
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beneficial to 'clear out' the older workers and introduce a new, younger 
element to the workforce, as they would offer `fresh blood". 
---I think yeah, there is a tendency to encourage the young, yes, everything's got to 
be fresh and new all the time, er -- you know, .... in fact I remember the MD er --far 
from giving me credit for low labour turnover in my era, he actually thought that 
people leaving was much better, you needed fresh blood all the time, and erm that's 
not necessarily young/old, but certainly it's the point that being there for longer, the 
experience is not of value, isn't it, if you think you need new people all the time. 
(Helen, former senior executive in publishing, now freelance) 
Jeremy also alluded to the concept of 'freshness' in that "younger qualified 
people" would bring with them "fresh ways of thinking" which could feed the 
organisation with "fresh faces 
P ... probably about now, the very late forties, turning fifty, - will you be 
considered for promotion when you get to that sort of age, given that the people 
they're looking, the NHS seem to be looking for younger qualified people. You tend 
to feel once you get to late forties, turning fifty, the opportunities reduce. 
Substantially, yes. 
I Do you think that's because of the age itself, or --? 
P Yes, it's not just age, it's definitely partly the qualifications, erm --- and I 
think they want fresh ways, they perceive fresh ways of thinking, getting different 
people in. 
I Different people being --? 
P Different people from - well, a combination of more qualifications, and fresh 
faces into the organisation. (Jeremy, accountant/finance director, working) 
Attractiveness 
Perhaps predictably, these participants aged 50+ sometimes believed that 
what counted in terms of the employment of younger people was their 
relative attractiveness, in terms of physical appearance, and sometimes also 
being 'fun to be with' and creating a youthful, "vibrant" atmosphere. The 
participants commenting on this tended to be the female ones, such as 
Elaine who wondered if a younger workforce would provide a "livelier" and 
more "go-getting" atmosphere, and Jill who felt that higher management 
Chapter 5 186 
wanted to select staff who would reflect a "vibrant" image - more likely to 
derive from younger than older people. These comments suggest an 
explanation for the way Julia (see section 5.4.1) had felt marginalised in her 
advertising job as she became older. 
.... appearance is the wrong word, so I'm not sure what the right word is, but would it 
do the image of the department -- would it enhance the image of the department if 
they were to have a broad band of younger people, perhaps with a more go-getting 
livelier atmosphere, perhaps, than a lot of middle aged women? (CHUCKLES) I 
don't know. (Elaine, university administrator, working) 
I think they're sexier, they're seen as being more attractive, they're seen as being er 
--I think by the organisation --I think the trouble is, that if you've got people at the 
top of an organisation, who essentially have a view, then the people that they're 
going to employ, will be you know, cast in the mould of the view that they have, er -- 
so and I think that there are certain organisations that actually want to see 
themselves as young, as vibrant, as go ahead. And will therefore you know, want 
people who reflect that, and they don't see older people as reflecting that. (Jill, 
clinical psychologist, working) 
Julia expressed her perception of the views in the advertising world, rather 
more cynically: 
I What do you think it is about older people, that makes them not so, you 
know ---- 
PI think one of the attractions of having an advertising agency is to have 
beautiful young people, preferably pretty girls, so you can ogle at her, or if you're 
very lucky, you might screw her, if you're a client. 
I Uh! 
PI mean the last thing you want is some dowdy old frump, slightly overweight, 
turning up at meetings, erm, spoiling your fun. I mean, why would you want old 
people around? (Julia, former senior advertising executive, now self-employed) 
It is interesting that it was only women who mentioned the `attractiveness' 
issue. It seems possible that women, because of society's pressures and 
gender stereotypes, are more conscious of the effect of ageing on one's 
appearance and may therefore be more sensitive to the impact of ageing on 
employability. Alternatively, one could speculate that male participants 
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refrained from mentioning this issue in order to avoid appearing sexist. One 
of the male respondents commented on his appreciation of having a youthful 
team working for him, but expressed it in terms of its providing an enjoyable, 
exciting working environment: 
P At [company] nearly everybody was under 30, which I thought was brilliant! 
I Oh really, why would you think that? 
P Because it sort of felt buzzy, you know, there was a lot of crack, and a lot of 
joking, and there was no sort of..... hierarchical structure, we would just take the 
mick.... (Norman, former market research director, now early retired) 
c) Cost/Benefit to Employer 
An argument which recurred was that older people cost more than younger 
ones to employ. This appeared to be based on the typical salary structure in 
organisations, where pay increases were given over time, even in the 
absence of promotion. Someone who had been in a job for a long time was 
believed likely to be paid more than a new recruit, even at the same level of 
seniority. However, some observed that this could be counterbalanced by 
the tendency of younger staff to want to move on to new jobs at fairly regular 
intervals2. Possibly the relative value of longevity in the job, versus salary 
cost, varies according to type of industry, and the pace of change within it - 
and according to the nature of each job. Jill's university wanted younger 
people for their lower salary cost; Barbara preferred to recruit older women 
for client service in her beauty shop. 
Well, at the moment we're recruiting, and we're definitely recruiting younger workers, 
and the reason is, because they come cheaper. Erm, so you get more hours out of 
them for the same money. (Jill, clinical psychologist, working) 
I used to have younger full timers, but got really really fed up with training them and 
sending them off on all sorts of courses, and you'd be paying through the nose for 
two or three years, and by the time they were really really useful to you, they either 
moved on to other things, or of course left to have families, so we tend now primarily 
2 Taylor (2002) has pointed out the paradox that ending the systems that link pay to seniority 
would actually work to help 'age friendly employment'. 
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to employ a lot more part timers who are a lot older. (Barbara, own business, 
working) 
More prevalent was the view that older workers were considered to have 
most of their career behind them, and therefore might be seen as not being 
worth hiring, or investing in, in terms of training. In contrast, younger people 
were assumed to have a career ahead of them, and to be willing to make 
sacrifices, such as moving house, working long hours, or tolerating tough 
working conditions, to advance that career. The issue of the shape and 
structure of 'career' forms the basis of one of the key themes identified in this 
qualitative material, and will be discussed later in this section. 
5.4.4 Theme 2: Perceptions of Work in the Mid 2000s 
Work was seen as an environment affording a considerable amount of 
pressure, not only actually to complete one's work and meet targets, but in 
terms of being seen to be committed. 
a) Pressures experienced at work 
The pictures painted by several participants, especially those who were 
working, or had worked, in commercial enterprises, were of working 
environments involving quite a lot of stress and pressure, of various types, 
and with various origins. This could lead to a culture of long hours, or 
'presenteeism' (feeling obliged to give up one's leisure time, and coming to 
work even when sick: e. g. Levin-Epstein, 2005; Thomas, 2005). This 
behaviour might relate to a desire to be perceived by colleagues as 
committed to the job, rather than really being necessary to complete the 
work. 
People no longer took lunch breaks. They carried on working through them. I felt - 
one of the things I felt really bad about was taking a lunch break. I used to take half 
an hour, go and sit in the car, because the only way you could get away from the 
phone, and people, and often or not you'd fall asleep, but this attitude, that you get 
to work on time or you get in early, but people don't notice that, so you stay late 
instead, and it's almost as if 'What a good boy am I', erm you know, and the first 
person to go, everyone makes comments about it. It's ridiculous, but they do. 
People don't take lunch breaks, they don't even now. (Anthea, design engineer, 
retired) 
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By saying "you get in early, but people don't notice that, so you stay late 
instead" Anthea makes it clear that (being seen to be) staying late is a way of 
convincing colleagues of one's commitment to the job, rather than a way of 
actually doing the work. Mark, chief executive of a London advertising 
agency, described how he worked very long hours, and explained that it was 
related to how working life is (he felt) tougher than it used to be; profit 
margins are squeezed and he referred to the need to 'justify everything you 
do" 
... everybody I meet tends to say life is that much tougher, not just people in 
advertising, people generally find it so much tougher, margins are constantly being 
squeezed, which takes some of the so called fun out of it, because it's more about 
trying to justify everything you do, so I [work] - ....... I sometimes wonder 
if it's 
possible, even longer hours sometimes, I set the alarm this morning for four o'clock 
in the morning, because I'd got so much to do before my first meeting, but I don't 
seem to have to work as many weekends, as I used to, erm, but I do start the day 
ever earlier, so erm I think life is ever tougher, not just for me, but for most people, 
certainly for most people in fairly senior positions. (Mark, chief executive, 
advertising agency) 
The pressure of meeting targets was also an aspect of modern working life, 
as a former employee of an electronics company remarked: 
The pressure must be enormous, because we're talking, the bottom line is, how 
many widgets are you going to sell, and how much money are we going to make? 
(Tony, electronics consultant, working) 
The speed and nature of change in work, and in organisations, at the present 
time was mentioned by several participants. Banks, for example, appeared 
to have undergone a culture change, with sales targets, 'quality control' 
bureaucracy, and again the need for 'justification'; thought to have taken 
over from the past values of customer service. Brian, former bank branch 
manager, felt that this was "bureaucracy for the sake of it' 
... the way they wanted people to act in the bank, you know, to aggressively sell 
stuff, to endlessly fill out forms, people were spending a lot of their time justifying 
what they were doing, and giving that justification to others, whose main role was to 
look at it and produce graphs and things. That's banking, you know, that's like 
bureaucracy for the sake of it. And a whole industry can be built up, and levels of 
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management be built up, just to manage bureaucracy. (Brian, bank branch 
manager, redundant/early retired) 
Don related a similar experience helping his organisation comply with the 
ISO3 quality management system, which he seems to suggest is interfering 
with the main job of "doing research": 
... what really struck me was how -- er bureaucratic everything was becoming, 
because I was involved very much with the bureaucracy of doing research and 
working in a big company, because - you know there would be ISO 9001, and the 
huge amount of er bureaucracy involved with that.... (Don, former managing 
director, market research, now self-employed) 
These quotations reflect a sense that the bureaucracy required in modern 
workplaces interferes with doing the job for which the organisation exists: 
instead of producing, employees have had to become concerned with 
justifying what they do. Whether this really happens, and whether it is these 
extra procedures which cause the increased workload and time pressures 
described by people like Mark, is beyond the scope of this thesis. However, 
these words do suggest that some older workers perceive that work is done 
within a different kind of environment than that which prevailed in the past, 
and one which some do not find congenial. 
Another source of pressure at work was the effect of rapid change. Change 
often resulted from re-organisations, including those relating to mergers, but 
especially in jobs involving technical skills, there was a need to keep up to 
date with new developments, and in some occupations, such as 
accountancy, there was the need to keep track of new regulations. Jeremy 
was employed at a senior level in NHS administration, and found that the 
constant change resulting from repeated reorganisations was frustrating, 
unsettling and stressful, including the uncertainty arising from having to 
reapply several times for your own job: "it never stays the same, it always 
changes" he remarked somewhat wearily. 
International Standards Organisation 
Chapter 5 191 
P ... it's probably best to start from the last reorganisation, which was three 
years ago, er when the part of the organisation I was in became a primary care trust, 
so we had a restructuring in terms of a new finance department set up, and we had 
to go as is often the case, for competition for the posts, which is a bit frustrating 
when you're already in the post, having to go for an interview for your post again. 
So you had to apply for this job? 
P Yes, you had to reapply for the job, even though you're already in the NHS, 
which seems a bit frustrating to go through it all again, especially when you've been 
through it a number of times. There is the new draft structure just been issued, to be 
honest, whilst it is, I've heard there is quite a degree of uncertainty as to what will 
happen, it's too early to say what will happen. 
So you don't know yet how it's going to affect you. 
PI know I will have a post, but I'm not quite sure what the post will be yet, 
exactly what it will entail. 
Gosh, you've had a lot to --- 
P Yes, it never stays the same, it always changes. (Jeremy, finance director, 
working) 
The effect of the pressures, long hours and commitment required meant that 
'work-life balance' could become distorted so that work dominated one's life, 
to the detriment of the family and relationships. 
I mean through last winter, when I was writing a book, and I was teaching abroad, 
and there was an awful lot going on, and I was working we hardly saw our friends, 
and I was working nearly every weekend, you know, so it can get like that, work can 
dominate my life, to the disgust of my husband. (Jill, clinical psychologist, working) 
In accountancy, the workload required to meet financial targets, according to 
Stephen, presented a challenge, and auditing imposed a particular stress 
during the months leading to the end of the fiscal year. In his view some 
people over 50 tended to find this workload problematic. 
P The handling of the size of portfolios that people are expected to handle to 
produce the financial return, it's expected of them, is physically quite challenging for 
most people. Erm, there comes a point when people can't handle that. 
I Really. 
P And it's very often by the early fifties. 
I 
....... how would you describe it? 
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P It's long hours, coupled with a bit of travelling, but er the accountancy game 
tends to be seasonal, particularly auditing, and there's a heavy preponderance of 
work in the first five months of the year, so that an overall work load to look at on an 
annual basis might look challenging enough, but then there might be in the first three 
or four months of the year, particularly challenging. (Stephen, former senior partner 
in accountancy, now consultant) 
Other people reported adverse effects on health, whether of themselves or 
colleagues. Anthea felt that the long hours and travelling required in her 
former job were "better handled by younger people" 
Well, I could just quote one of my colleagues, who's the same age as me. If you 
start getting up at 5 or 6 in the morning, and you drive all the way up to Birmingham, 
and you go to a meeting, and fly to France for the day, and come back again, the 
younger you are, the more you can cope with it. And when you start getting to 50, 
55, - and you are doing those sort of hours, with that sort of pressure, it shows. And 
his psoriasis is terrible. Which is you know, a result of stress, and tiredness. And I 
would have gone the same. Er, I think it will -I think that sort of hours and that sort 
of pressure, is better handled by younger people. (Anthea, design engineer, now 
retired) 
In a very telling turn of phrase, Anthea went on to say: 
... my daughter works for Tesco [CHUCKLES] and you know, erm she's only 
contracted to do so many hours, she's now left and gone back to uni, but erm the 
hours she was doing were horrendous, from the age of 23. Her partner does the 
same. Erm, it's a young man's game, really. 
The construction of this kind of pressured work as "a young man's game" 
somehow sums up the feeling of several of these (aged 50+) participants; it 
would be interesting to find out whether younger people would see it the 
same way. 
b) Work and the individual 
Work was however still important to many of these participants, and not just 
for financial reasons. Jill, a clinical psychologist, distinguished between work 
that earns money, and work that she enjoyed: 
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In a sense there's probably two kinds of work, there's work that I do that I have to 
earn my money from, and then there's the work that I do that actually involves a lot 
of kind of creativity and enjoyment, and they overlap, obviously, but I would say that 
they were probably the kind of biggest part of my life. Erm, in terms of thinking time, 
and time, that goes into them. (Jill, clinical psychologist, working) 
She also contrasted herself with her perception of some other working 
women, in terms of the importance to her of home versus work, the latter 
clearly seen by her as more important to her identity: 
The women that I'm thinking of have got things outside work, that grab them, more 
than inside work. Erm, so they, you know, they a lot of them are greater home 
makers than I am, you know, I like a nice home, but --- I'm not going to put all my 
energies into it..... you know, homemaking is not constantly on my mind. (Jill, 
clinical psychologist, working) 
Jill was, however, fairly unusual among the female participants in terms of 
her enjoyment of her work and the priority she still gave it in life. As will be 
discussed later, some other female participants viewed retiring, and stopping 
work, as their opportunity to do other things they wished to do in life. For 
other people used to having a demanding career, the idea of not working 
clearly causes them some concern in terms of how they are going to fill their 
time, and it was striking that those expressing such views tended to be men. 
Norman was made redundant (by means of early retirement) from a busy job 
in market research, and after a period when they brought him back as a 
consultant, now faced the prospect of a lack of work, and thought of filling his 
time with an Open University course: 
PI suspect, because of the way things have been structured now at 
[company], that there'll be less, that there will be less work for people like me, 
because they've got more staff in now, ... so erm --I might have to 
find something 
to do. 
I Yes 
P LAUGHTER In the end I might go.... my backstop is the OU, I'll do that I 
think. (Norman, market research director, now early retired) 
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And Stephen, now a self-employed consultant and writer after a very 
demanding career in accountancy, was at times sensitive to the irregular 
work flow, and missed being stimulated by the presence of others within an 
organisation: 
There are moments when erm the flow of work dips, I've been very fortunate, I've 
been very busy, and made a reasonable amount of money, I-- but there are 
occasions when er the work flow just declines a little, and that I find difficult. So you 
erm -- the other thing I suppose is that the absence of the pressure of being with a 
lot of people places the emphasis on self discipline, and making yourself go out and 
do things. (Stephen, former accountancy senior partner, now consultant/writer) 
As well as working for the money, the challenge and buzz, and satisfaction 
from working on exciting projects, were an important aspect of work. 
The reason, by the way, most people stayed on, longer ... was mainly financial, not 
purely ... Amongst those people there's a big buzz about big projects, 
it's the way 
they are, you know, that er you know, working - when the graduates join, [three 
companies named] and whatever, what the graduates are looking for are big 
prestigious projects, that's why they come, and er - as people get older, I think they 
still enjoy working on big prestigious projects, so there's that in it. (Harry, former 
senior executive, engineering, now retired) 
The issue of the role of work in a person's life is important in relation to age 
and the workplace, as it is clear that retirement is not necessarily an 
attractive prospect to every working person. This brings into focus the 
possible difficulties which were experienced by those apparently forced into 
early retirement (rather than choosing it completely voluntarily) such as Brian, 
Gavin and Norman. These difficulties appear to result from the fact that at 
50+ these older employees were regarded as dispensable in spite of their 
years of experience. 
c) Social aspects of work 
It seemed that, for women particularly, the social aspect of work was very 
important - the workplace as a social environment. Social factors and social 
compatibility were important in terms of relationships between colleagues, 
and between those providing services, and their clients. Barbara, running her 
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own shop, was clear that social compatibility in the workplace was an 
important influence on whom she employed: 
If somebody was too forceful, erm, because we're a tiny team, there is actually only 
room for one final say, although everybody's views are listened to, erm, -- it's not 
something I could actually quantify, it's more a case of you just get a feel, for 
whether you'd get along, because we work most of the time less than two feet away 
from each other, you get a feel for whether this is somebody that I'd want to spend 
eight hours a day with. (Barbara, own business, working) 
In the GP practice where Yvonne worked, the social aspect seemed vital, in 
fact creating a preference for the older woman in their "tight knit circle". 
Yvonne explained how she saw that working: 
I You were saying that the people who do your sort of role are female, and a 
fairly narrow age band, do you think that's a good thing, or are there any drawbacks 
to it? 
P Mm no, I personally sort of prefer that, because we've all got our -- 
everybody has sort of the same things going on in their lives, you know, I mean my 
children have left home, but we have others where the children are going to 
university, or they're becoming teenagers, so we've all sort of got something in 
common, rather than sort of having a much younger person, in the workforce so no, I 
think it works quite well, er er just sort of thinking about it, I think if we had a young 
person that joined, it would be very difficult to integrate into the group, it's quite a 
tight knit circle, we all get on very well, so I think sort of somebody coming in that 
was younger would feel quite sort of left out, almost, you know, they wouldn't have 
that much in common with the rest of us. (Yvonne, senior secretary, medical 
practice) 
Thus for Yvonne, the concept of having "something in common" seemed to 
govern the social cohesion of the working group, and she was concerned that 
a younger person might "feel quite sort of left out" The importance of having 
something in common was echoed by Jill, describing her reactions to the 
prospect of sharing her office with a much younger person: 
P 
..... I really didn't want that, I just thought really, a twenty year old, in my 
office, I don't want, I don't want that. 
I Can you say a bit about why you felt that? 
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P Erm, yeah because I think they would just feel SO much younger than me, 
and I would just feel I had SO little in common, and I think I would get extremely 
grumpy, about having to share my space. I'm not very good at sharing my space at 
the best of times. But I would get extremely grumpy at having to share my space 
with somebody who was, I think, that much - considerably younger than my own 
children. (Jill, clinical psychologist, working) 
The participants in this research were by design all aged 50+ and could 
therefore only see this issue from the point of view of that age group. As we 
will see in a later section, they also believed that social incompatibility in the 
workplace, and between client service executives and clients, might be a 
reason why some organisations preferred younger workers 
5.4.5 Theme 3: How 'career' is conceptualised 
'Career' represents a whole area of theory and research in its own right (e. g. 
see Collin & Young, 2000), and it is not possible within this thesis to cover 
the topic fully: but a recurring theme in these interviews was the 'shape' that 
careers seem to be expected to take in the early 21st century. It appeared 
that some, if not many, of the problems and obstacles confronting older 
workers interviewed for this study, arose from the way in which the 'shape' of 
careers seems to have changed from the past. Whereas in the past, it 
seemed reasonably common for people to continue working up until normal 
retirement age, and in many cases, to continue to advance their career 
during that time, this no longer seems to be the usual model (Riverin-Simard, 
2000). The increasing use of early retirement as a way of reducing 
workforces is perhaps a manifestation of this change (see e. g. Vickerstaff, 
2006). 
There seemed to be a presumption (based partly on age stereotypes, and 
discussed earlier in this chapter) that, in the mid 2000s, young people, 
perhaps newly qualified or graduated, entering the job market, would come 
into it without, clearly, much experience, but would be cheap to employ and 
would bring to the job enthusiasm, vitality, a desire to learn, perhaps some of 
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the latest knowledge, and a willingness to embrace new ideas; and they 
would also be 'malleable', that is, able to be trained, or to adapt, to meet the 
needs of the employing organisation. Depending on the organisation, and 
the individual's capabilities, a successful person could expect to reach at 
least middle management by the age of 30, and possibly senior management 
by the age of 40. In some industries it appears to be believed that if a person 
has not reached a certain level by a certain age, they are, in effect, failures 
and are unlikely to progress further. The following two quotations relate to 
how this operates first in the Army, where according to Charles people are 
selected for having the capacity and desire to continue to advance "even in 
the last days of their career" (which in the Army means age 55 as a 
maximum); and second in an advertising agency, where unless you have 
climbed over a certain threshold of management or seniority by age 40, 
according to Mark, you will never reach that level, and are in effect pushed 
out of the race. 
... at a certain point you need to continue to have challenges and so on to stretch 
you, and some people are comfortable to have, to attain a level and want to do no 
more, and others want and strive to do more and so I think, er, the military system 
tends to pick out people that are seeking to go on, and advance still, even in the last 
days of their career, so to speak, that's one of the assets, or facets, of the military 
structure. (Charles, retired Army officer, now working in consultancy) 
You need to get to that senior position in your late thirties, forty at the very latest, 
and OK, if you've not hit the pinnacle, but you've reached perhaps a layer of 
management where age is less significant, and it enables you perhaps to continue at 
that level, yes you can --- you can survive at -- more operational levels, but you 
probably, if you've not reached management by 40, you will never reach 
management. (Mark, advertising agency CEO, working) 
A result of the rapid advancement of some younger employees is that those 
who do not reach the highest echelons of the organisation (but remain within 
it) in effect are stuck on a career plateau, which must become more and 
more 'populated', and in effect also more and more expensive. Gavin 
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described the way in which this had been acceptable in his bank, in the past 
(before the reorganisation which led to his departure): 
PI had two older ladies, who were still cashiers, who were in their fifties, but 
they were still maybe in the ordinary graded jobs, grade two perhaps, .... And 
hopefully you progressed up that scale if that was what you were wanting to do in 
the bank. If somebody just wanted to stay as a cashier or in the branch, unless 
people encouraged them to do better, then they'd stay there. 
I And they could stay there? 
P They might get a modest rise, each year, but within their grading salary 
range, once they'd topped it, they couldn't go any further, so you, you're capping 
your costs there, but where people have gone up the scales, and er going up the 
scales comes with age, I guess, a lot of the time, so the high salaries were, erm 
traditionally in the older people. (Gavin, bank manager, early retirement) 
Mark explained how the parent company for his organisation had a policy of 
retirement at 60, in order to prevent them becoming top-heavy in terms of 
age, with concomitant costs and perceived lack of "quick thinking". 
The reason why they had to do it, was that people tend to live too long, they were 
just -- they were getting older and older profiles, and management tend to be old 
people -- who are supposed to be less free thinking and er quick thinking, ..... and 
of course there would be cost issues, that salaries don't go down, you could end up 
paying an awful lot of money out. (Mark, advertising agency CEO, working) 
Another participant explained that his former employers had insisted that 
people leave once they reached retirement age, in order to "provide career 
progression for" younger people - the older people being seen as 
dispensable. 
[the company] had concerns, that it wanted to provide career progression for people, 
through the organisation, it's very easy for the older people to stay on for you know, 
N years, and keep down many of the good young people that they have, and so they 
took a view, I presume at the time, they felt they could afford it [to dispense with the 
older people]. (Harry, senior engineering executive, retired) 
Once again then, career progression for young people prevailed at the 
expense of the older people's careers. This recalls the view taken by the 
Army, according to Charles, when his boss's desire for him to stay on beyond 
official retirement age was blocked by the system because "if 1 were to stay, 
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that would be preventing somebody who was younger, being promoted, by 
virtue of the fact that I would be blocking, blocking a slot". 
Thus being expressed here is the sense that the 'natural order of things' is for 
there to be a kind of life cycle of an employee in an organisation, and that no 
matter how well you were performing as an individual, there came a time 
when you had to be pushed out in order to accommodate the new recruits, or 
new blood, coming in at lower levels. This is reminiscent of the earlier 
discussion about "fresh blood" and the needs of the organisation as an 
organism. 
Further, if a job was based on technical skills, it could be that experience did 
not contribute a great deal, and this could be another reason for the early 
success of young recruits, and the devaluation of experience except for "the 
more tricky, complex problem". 
... the sort of work that I was doing, which was fast moving consumer goods, fairly 
straightforward research, not needing a lot of nous, anybody with some common 
sense could have made a reasonable job of it, I suppose, erm, which means it was 
very easy for an intelligent 20-something to come into that area, and make a 
reasonable job of it, and then when I suppose the experience comes into play is 
when you've got the more tricky, complex problem, or subject area, and you may 
well have done something in that area before, which would help guide you to decide 
what to do. (Don, market research director, now self employed) 
In organisations in the early 21st century, a younger person might be 
promoted early, but this could be merely a step in their overall career - it 
might not mean that they would stay in the organisation long term, as Jeremy 
here describes: 
What 
.. has tended to happen, is that you get ... younger people get promoted to 
senior positions more quickly, but there's a lot more pressures on people in the 
health service than there used to be, and quite often after a few years, ... if they get 
promoted to a senior position, after a few years, either as a result of reorganisation 
they haven't got a job, or they go off into management consultancy. Erm, that's 
quite common, sort of thing. You don't often find people getting promoted into a 
senior job at a young age and then staying there for the rest of their lives, they tend 
to go on and do something else. (Jeremy, accountant/finance director, working) 
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However, if an older person applied for a more junior job, this was thought to 
pose a possible threat to the 'hierarchy' within organisations. Diane thought 
it might be interpreted as an older person getting in by a back door. It 
appears that the problem occurs because the older recruit would potentially 
short-circuit the career path within the organisation. 
I mean I think it is quite hard, I know my husband's had this problem, where they've 
had people applying for jobs who seem to be over qualified, and perhaps older, and I 
think perhaps they're worried that they are seeing it as a way of getting a quick 
promotion. (Diane, university administrator, working) 
The career trajectories of younger people can also create a situation in which 
they become the bosses of those older than themselves, a situation which 
some (whether younger or older) may find problematic. Diane seemed to feel 
that younger bosses might find this relationship worrying in terms of relative 
status and authority. 
I mean, older people are perceived as being inflexible, older people --I think often 
younger people are frightened, or worried about taking on an older person. They're 
worried about how the status relationship will work, and perhaps they're also 
worried that they're going to perhaps expect more because of their age, perhaps 
more responsibility than perhaps the job warrants. (Diane, university administrator, 
working) 
On the other hand, Harry had been in that position, and felt he had managed 
to negotiate the relationship to ensure mutual respect. As will be discussed 
later, age differences in the workplace were seen as requiring careful 
handling. 
PI think I was a-a group leader, I think they called them in those days, in the 
GLC, when I was, I made it before I was 30, ... But er immediately that happened, I 
had people working for me who were older than me. Erm and that continued the 
whole time. 
I How did you get on with that? 
P 95% of the time, OK. Er, I mean --I think people -I mean this, I hate 
blowing my own trumpet -I think people are happy with that situation if they respect 
the person, if you're a younger person, you have to let the older person see that you 
actually value the help that they can give to you, and put them in the position where 
they feel that they're helping, rather than them feeling that they're being told. It's 
quite different, and if you can achieve that, if, if they recognise that what you're 
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attempting to do is actually for the good, then you get support. (Harry, senior 
engineering executive, retired) 
Organisations providing services to others (here exemplified by advertising 
and market research agencies) may find that their client contacts are younger 
than their own executives providing the service. This situation was discussed 
by some of the present research participants, and was thought to pose 
problems given that client relationships may depend heavily on the social 
compatibility between client and service provider personnel. It was believed 
that there were advantages in both the client, and the service provider, 
executives being at similar stages in career and in life generally. 
I think advertising -- obviously a lot of this is related to this very specific industry but 
it is one where age seems to be very important..... day to day relationships erm tend 
to be with marketing managers, who can get up to that position by about their late 
twenties, and -- probably need to be a marketing director by their mid thirties. So 
actually you are dealing with people in - on a day to day basis, who are in their late 
20s and early 30s, and erm you do need -- to be able to have a relaxed social 
ambience, have similar interests, so you're talking about buying your first house 
rather than your fourth house, erm, and you're not thinking about pension plans but 
you're thinking about your first child, and the cultural differences are quite quite 
different, erm, and -- you're sharing experiences together for the first time. (Mark, 
advertising agency CEO, working) 
Marketing people in client companies are traditionally young people on the stepping 
stone to something bigger, hopefully, so market research, you know, newish people 
in market research who see it as a stepping stone to bigger jobs in marketing, so 
therefore they are going to be twentysomethings graduates, erm -- and erm 
therefore they will enjoy working with people more of their own kind and age, 
therefore, 
... and because it's all about establishing relationships then that's the way 
the business goes. (Don, market research director, now self employed) 
It seems likely that the size of the post WW2 'baby boomer' generation, (that 
is, people born between 1946 and 1950 who are in 2007 aged between 56 
and 61) which includes most of the present research participants, has 
exacerbated this situation, in that there are many more of them potentially 
competing for jobs, not only with each other but with those younger people 
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'coming up from below', including the second 'baby boom' cohort, born 1961- 
65, who are now in their forties. 
Given the way in which work at the time of this research was regarded as 
high pressure, necessitating not only the energy to be able to keep up with it, 
but the ability to adapt rapidly to new conditions, and learn new skills, it is 
perhaps not surprising that, when older people are perceived according to 
negative stereotypes, managers may prefer to advance the careers of 
younger people rather than prolong those of older ones. This may be 
connected with the fact that older people are less likely to be given training in 
new skills, than younger ones (Fitzgerald et al., 2002; McDowall, 2007) in 
which case the claim that their skills are not up to date becomes a self- 
fulfilling prophecy. 
Related to this is the way in which retirement is talked about. A detailed 
discussion of the way in which retirement is viewed, is perhaps beyond the 
scope of this chapter: but it is interesting that while some people saw it as an 
ending, others saw it as very much a transition to another way of life, and 
even as a beginning of a new life. This might begin with the feeling that one's 
career was not going to advance further, and indeed one might not have any 
particular ambitions for it to do so. Here Susan, teacher in a private girls' 
secondary school, explains her feelings that she and her middle-aged 
colleagues are more interested in having a pleasant working life, than in 
career advancement or high salaries: 
PI would think that the majority of us are between 45 and 60,45,55. 
1 Is there any reason for that, do you think? 
P No, as I say, just because we've probably been out and done other things, 
but now we like, we've reached a stage where we don't want to be battling our way 
through the state system in a large comprehensive, with all the aggravation that 
goes with it. I think we've chosen this school, most of us, because it's a nice friendly 
working environment where we can get on with our jobs without too much 
paperwork, without too much hassle from the girls, and erm we probably don't get 
paid as well as we would in the state system where there are all sorts of posts of 
responsibility, it's a small school where we all basically get paid the same amount, 
so there isn't that degree of, you know, we're not looking still for career 
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advancement, were happy to be settled in, the working environment is more 
important than the career prospects. (Susan, school teacher, about to retire) 
Work-related strains could, and did, lead to some participants feeling that 
they had had enough, and would prefer to leave as soon as they could afford 
to, or the opportunity arose. While clearly the effects of work pressure can 
be felt at any age, some of these participants did express the view that this 
'work fatigue' was related to their age. In a new 'retirement' phase of life, 
other priorities could be attended to, other ambitions could be fulfilled and 
more choice could be exercised about how to spend one's time. In that 
sense, some might even embark on a further career, of a kind: 
.... you see there was something I'd always wanted to do, the last two years, before I 
retired, and that was to be a Samaritan. And I'd had that in the back of my mind 
anyway, and I couldn't do that with the job I was doing. And so I'd always had 
something else that I knew I could do, or wanted to do, and now I'm also parish 
administrator for the church, I was very heavily involved in a volunteer role, ...... So 
- it's not that difficult to give up your main job, because you just slip into another 
rote. (Anthea, design engineer, retired) 
Time for oneself was mentioned by several, mainly women who had brought 
up families as well as holding down jobs, and part of treating this as a priority 
arose from the uncertainty of what might lie ahead in life. 
... the last 20 years, 15 years, I haven't belonged to anything, I haven't sung in a 
choir, you know, I haven't done anything, evening activities, or anything for me, I've 
only just looked after the family and kept everything going, and now I feel I want to 
be able to say 'I'll learn to do so and so, ' or 'I'll go on a course', or you know, go 
travelling, or whatever, before I'm sort of 60 and too old. I feel that the next ten 
years is precious.... because after that, you don't know what lies ahead. (Susan, 
school teacher, about to retire) 
Mark, who had worked extremely long hours in advertising for many years, 
expressed an ambivalence whereby he realised that life was finite and there 
were many other things he would like to do, if he retired, but also feared 
having the choice: 
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I don't know how much longer I will have to live, or how much longer [name] my wife 
will have to live, and there's so many things, so many places, I love travelling, so 
many places and probably so many things I'd like to do..... and I've probably got 10, 
15 years of active life, so far I've been very lucky, I've been very healthy, very fit, 
very active, and so I think 'do I really want to go on doing this, or do I do something 
different? ' I mean I'm frightened of the change, but I'm equally frightened of carrying 
on, because --- and I'm frightened of having the choice, because it's never been an 
issue in my life before. (Mark, advertising agency CEO, working) 
Harry, on the other hand, had been quite happy to retire when he did, felt he 
had had a free choice in the matter, and in the end decided to give up even 
the "odd jobs" that his former employers had asked him to do, and spend 
time with his wife and family, though he implies that it had been a temptation 
against which he had "stuck out", unusually for him "for once in my life" 
P Oh yes there was no problem, if I'd wanted... I could have worked full time, 
or I could have stayed on, and in fact after I retired they rang me two or three times, 
and said 'Look, we've got a project, can you come back and manage it for us? ' but 
for once in my life, .... I stuck out, and didn't go and do it. I did odd jobs, I went back 
and did odd things for them, but my wife finally prevailed upon me, that er, that I 
shouldn't do it. 
I Oh right, OK. 
P So it's entirely a happy state. (Harry, senior engineering executive, retired) 
In contrast to many of these was Jill, a clinical psychologist and university 
teacher who felt that in her mid-fifties she was actually at the peak of her 
career. She does appear to be the proverbial 'exception that proves the rule', 
in that in her career, because of the qualifications needed, "people often 
aren't qualified till their forties"; and maturity and experience contribute much 
towards the skills needed for doing her job. 
P [in my job] you hit your peak sort of, really, in your fifties, erm - 
How do you mean, hit your peak? 
P Well, your own level of maturity, your experience, you've been round the 
block a few times, you've seen quite a lot of what work's going to throw at you, 
you've got to the point where you're fairly solid in what you're doing, erm,..... all 
those kinds of things... 
A little later Jill continued: 
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... What I feel is that I'm 
different from people perhaps in other professions, where I 
see people actually looking forward to retirement, I feel I'm in top gear, I'm really 
motoring now, you know, here I am, nearer 60 than 50, and yet I know from friends 
of mine that are in other professions, that they are kind of counting the years until 
they retire, and erm ready to get off what they regard as the treadmill. (Jill, clinical 
psychologist, working) 
Jill's feelings thus contrast sharply with the sense that some or even most of 
these participants had, that in their fifties they were really past their peak, or 
at least were viewed that way by colleagues or their organisation. 
The way in which 'career' seems to be conceptualised in the present day 
consists of a rapid rise during a person's twenties and thirties to a position of 
seniority in one's forties. Inevitably many people do not rise any higher in the 
organisational pyramid, which may lead to their having to repeatedly adapt 
and even 'reinvent' their career in order to continue working (should they 
wish or need to) into their late forties, fifties and sixties. These phases of a 
typical career have been investigated and discussed by Riverin-Simard 
(2000) based on a large amount of qualitative research conducted mainly in 
Canada in the 1990s. She found that adults, typically in their mid-forties, 
"gained a new understanding of their goals, their vocational identities, and 
the links that existed between their turbulent private and occupational lives" 
(p. 117). This new understanding would often lead to a career transition in 
their fifties, in order to make a good compromise between career goals, 
personal demands and social expectations, but still within the framework of 
their employment. This could lead to planning their eventual exit from the job 
market, pursuing new goals, until in their sixties, according to Riverin-Simard 
(2000, p. 117) people "eventually feel obliged to dream of other kinds of 
activities to fulfil their goals", leading to retirement in their mid-sixties. 
However, in the present research it appears that the time frame of this career 
trajectory has been shortened, in that the period previously lasting through 
the fifties and early sixties has been telescoped to finish, for many, in their 
mid or even early fifties. It is possible that this concept of a typical career 
and career timeframe contributes substantially to the way in which society 
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and organisational managements 'construct' the career of older workers, and 
influences older workers themselves in their reaction to the career situation in 
which they find themselves. In other words, the idea that it is `natural' or 
`normal' for a person's career to end in their mid-fifties, may make it easier for 
an organisation to shed staff of that age, and easier for individual decision- 
makers to justify such decisions; it may make it easier for older workers to 
accept the ending of their main career, but it may also deter some from 
fighting to continue their career, if its ending is unwelcome. 
5.4.6 How older workers deal with age in the workplace 
The first part of the present Results section covered the experiences of some 
participants, which seemed to exemplify the way in which age could become 
an issue for older workers, and included experiences which suggest some of 
the reasons why older people might become stigmatised in the workplace. 
The reactions of participants to such treatment, and the effect it seemed to 
have on some of them, have been reported. In the second part of this 
Results section, three themes which emerged from the analysis have been 
expounded, and these themes may provide at least partial explanations for 
workplace ageism. The themes were: 
" aspects of how the differences between older workers and younger 
workers are talked about 
" the way in which work is constructed in the early 21st century, with 
particular regard to the pressures it is believed to impose 
" the way in which career trajectories are envisaged, and the `shape' 
which a career is typically expected to take. 
In this final section of the results of this first study, the ways in which these 
older workers may deal with age and ageism in the workplace, will be 
examined. 
We have seen that to a large extent, work in the early 21st century is 
characterised as producing various types of pressures, which may be 
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regarded as imposing a certain degree of stress upon those trying to perform 
it. When this is coupled with perceptions of younger and older workers, 
which are apparently based to a substantial extent on stereotypes (which 
were reviewed in Chapter 2 on ageism), we can see that in some working 
environments, there is potentially more demand for the qualities that younger 
people bring to the table, than the qualities (such as experience, and maturity 
of judgment) that older people bring. Demographic change is likely to have 
made this situation even more difficult for those older workers who, for 
whatever reason, have not reached such a senior position as to be relatively 
safe from threats of redundancy or other mechanisms of downsizing. 
We may suppose then that the 'average' older worker, aged 50+ or even at a 
younger age, may be faced with the need to cope with the possible 
implications of advancing years in the workplace, as part of negotiating the 
continuation of their career as discussed by Riverin-Simard (2000). Clearly, 
the extent to which this might prove necessary depends on the personal 
qualities of the individual, and their particular skills (including social skills) 
and experience; it will also depend upon the nature of their field of work and 
their specific job, and the extent to which on the one hand these necessitate 
having the latest technical skills and information, as opposed to, on the other 
hand, requiring the judgement or people-handling skills which may come with 
maturity. The ambitions of individuals would also be relevant, not least the 
extent to which they need to maintain an income flow, for whatever reason. 
The need to 'defend' against ageism at work may also depend on the extent 
to which work is a central part of an individual's self-concept: for those who 
derive a large proportion of their satisfaction in life, from activities outside 
work (indeed may even dislike their work), it may perhaps be less disturbing 
if their working life starts to take a downward turn. (There is evidence from 
an Israeli study, for example, that women are more likely than men to 
attribute somewhat more importance to their family life than to their work role 
(Cinamon & Rich, 2002). ) 
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In Chapter 3 the literature about stigma was reviewed, including a discussion 
of the various types of strategies which people with potentially stigmatised 
identities may draw upon, to deal with the area of difficulty, and to help them 
to manage their relationships with others. The types of strategies which 
people might use were classified into those which could be considered 'self- 
directed' and 'other-directed'. Broadly, 'self-directed' strategies seemed to be 
adopted to help the individual to deal with the stigma, or potential stigma, 
attached to an aspect of her or his identity - regardless of whether others 
noticed it, commented upon or otherwise reacted to it. 'Other directed' 
strategies were those which had, or were intended to have, the effect of 
managing their relationship with others (such as managing the impression 
which others might form of the stigmatised person, to minimise or 
compensate for the stigmatised condition). As noted in that chapter, there 
are other ways the strategies could be classified, but this way of dividing 
them appeared to be useful particularly in relation to stigma in the workplace. 
In the analysis of this study, we are therefore using the same categorisation, 
while recognising that some strategies may function in both ways. 
These older workers did in fact seem to utilise a range of strategies to deal 
with their age in relation to their work, and/or their colleagues. Looking first 
at what we may describe as the 'self-directed' strategies, it is worth listing at 
the outset the strategies which, though appearing in the literature on the 
'target's perspective' on stigma (See Chapter 3), were not apparent in the 
present research. There was no evidence of: 
" Older workers' trying literally to change their identity (such as might be 
done if a smoker gives up smoking), which is clearly impossible. 
" Downward comparisons (Wills, 1981). 
" Removing themselves to a more congenial environment (cf. DiPlacido, 
1998), such as taking a job considered particularly suitable (or less 
unsuitable) for older workers although one or two did say that they felt 
their working environments were already possibly more welcoming for 
older people, or were not ones in which age was a particularly salient 
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dimension. (There was however some mention of becoming self- 
employed in this context, and this will be discussed a little later. ) 
" `Rejecting the label' in the sense of denying that, at the age of 50+, one 
was an older worker (cf. Camp et al., 2002). Nor was there any denial 
that negative stereotypes were commonly applied to older workers. 
(Indeed, in an earlier section of this chapter - section 5.4.3 - we have 
reported the views of these participants on the differences between older 
and younger workers. ) 
In other areas, however, there was evidence that some of these older 
workers employed various strategies in order to deal with their age, in that 
context. Some of the strategies were what might be called (see Chapter 3) 
'self-directed', and others could be considered to be 'other-directed'. The 
self-directed strategies mentioned by these participants were: 
" Psychological disengagement from the domain of work 
" Adapting one's goals, or redirecting one's energy 
" Attributing negative employment experiences to ageism. 
Other-directed strategies for which evidence was found, were: 
" Avoiding, or otherwise 'managing', situations where age might become 
relevant 
" Disguising one's age 
" Deflecting possible ageism with the use of various strategies 
" Compensating for potential ageism using particular types of effort, 
These will now be discussed. 
a) Self-directed strategies 
Three areas particularly emerged as possible 'self-directed' ways of dealing 
with apparently being disadvantaged by age within the workplace. 
Disengagement 
The strategy of psychological disengagement from a particular domain in 
which one is subject to negative evaluations, has been found to be one of the 
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ways in which people from stigmatised groups may maintain their self- 
esteem (e. g. Major & Schmader, 1998; Quinn & Crocker, 1998). Some 
evidence was found in this study of the use of this strategy in response to 
negative career experiences which could be related to age. The case of 
Brian, a former bank branch manager, was discussed earlier (he had worked 
for a large UK bank which had abolished his level of management in a 
reorganisation, most of the 'victims' being aged around 50). Here Brian is 
describing the reactions of him and his colleagues: 
... we all sort of felt the same, we still felt affection for the former employer, and felt 
rather sad that this reorganisation had sort of stripped out a level of management 
really, and we were the ones that had been stripped out. So you've still got to do the 
job, but you weren't doing the same job you were doing before, and we all felt a bit - 
- sort of done down, and at that stage we started feeling well, you know, well, this 
isn't going to be a permanent situation because we wouldn't accept it...... I think we 
all sort of fought to keep up previous levels of energy. We were regularly doing sort 
of 50 hour weeks, erm but that was what was needed to get the job done...... but 
yes, I think we were all struggling to have the same loyalty to the employer. (Brian, 
bank manager, enforced early retirement) 
So from having regularly done 50-hour weeks, Brian and his colleagues now 
felt "done down" and were "struggling to have the same loyalty to the 
employer". It could be argued that this disengagement - the reduction of 
loyalty - was a result of his job being redundant, rather than his age, but he 
perceived the cuts as falling predominantly upon people of his age group, 
saying that: "people of my sort of age... were being encouraged to leave 
early. " While colleagues had valued his experience, the organisation 
apparently did not, and Brian went on to say: 
Well that's why myself and people like me were happy to go, and why not many 
would actually fight it. 
Lisa had had the experience of her job being made redundant, but being 
offered a short-term job as an alternative, which she thought was rather 
beneath her capabilities, but had accepted as she was only a few years away 
from her pension. However, she dealt with it by redirecting her energies: 
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I've always had a good attendance record, hardly ever ill, touch wood [raps the 
table] and I did my best, and I always seemed to get on at work, and people would 
pat me on the head, and say 'Well done', so I don't think I did a bad job, but you 
know, ... I could have done better jobs, but I didn't get the opportunity, so I 
channelled my energies outside, I think..... I was going home with a blank mind, 
really, most of the time, so I could therefore think of other things, and do other 
things. (Lisa, former university secretary, retired) 
Thus by thinking of and doing "other things', Lisa was managing to find her 
undesired change in job status more palatable. 
Adapting goals 
The strategy of adapting one's life goals in recognition of changed 
circumstances, including those due to a stigmatised condition, was found. by 
Elliott et al. (2000) to be an effective way of dealing with such a condition. 
Riverin-Simard (2000) also found that older workers would redefine goals 
from their early fifties onwards though this was not investigated in the context 
of dealing with age per se. 
Several of the participants appeared to mention adapting one's life goals as 
age advanced. Diane seemed to accept that, being over 55, her career was 
unlikely to advance further; and Julia, who - after a very demanding career 
in advertising - was unwilling at 55+ to subject herself to the process of 
selection which she viewed as humiliating, had decided to become self- 
employed. Richard had had a varied career in the management of 
engineering companies, and was at the time of the interview operating as an 
independent consultant or 'company doctor', brought in by merchant banks 
and the like, to help to turn around failing companies. He enjoyed his work 
but felt that when he reached 60 it would be time to stop. This was partly his 
own "personal goal" but he also believed there was a "credibility gap" if a 
person of over 60 was trying to advise executives in their forties. 
Well I don't want to do this much more than another couple of years, I do think 
there's probably a bit of a credibility gap when you get over sixty, because you do 
have to work with people who are in their forties, and I suspect age might be a 
constraint then, I think I'm still reasonably young-ish, so even on these part time 
jobs if I have to work long hours it doesn't worry me, but I wouldn't want to do it for 
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too much longer. (Richard, former engineering CEO, now corporate recovery 
consultant) 
Don had also had the experience of being, as he saw it, marginalised in the 
company he worked for, partly because his age was seen by his 
management as an obstacle to doing the work he preferred. He had decided 
to work independently in a slightly different field. In this passage he describes 
why he did not do this sooner, and what had ultimately led him to this new 
path. 
I say to myself well why didn't I do this sooner? Well, I know why I didn't do it 
sooner, it doesn't pay half as well. You know, I'm working - I'm not getting 
anywhere near as much money, nowhere as much money, as I did when I was 
employed, not as much benefits, you know, free car, [INAUDIBLE] because I can 
remember saying to myself, I'd be silly to give up working at [company], because I 
was on to a good thing, you know, the money was fantastic, but in the end money's 
not everything, and I decided you know, that happiness was satisfaction - not just 
money, and so give it a whirl, and if this business that I set up doesn't work out, then 
I can always go back, to some form of employment locally, hopefully part time so 
that I could do both. (Don, market research director, now self employed) 
Don, whose story has been told in section 5.4.1, had therefore changed his 
priorities in life, apparently recognising that the time had come to move on 
from the company he had been working for, and pursue what he saw as 
"happiness" rather than `just money". 
Blamingpreiudice for negative outcomes 
The strategy of attributing an undesired outcome to prejudice has been 
reported in the stigma literature, primarily in Crocker and Major's (1989) 
review; and McVittie et aL (2007) found that older jobseekers drew upon 
discourses alleging ageism amongst employment gatekeepers, to explain 
their failures to find employment. In the present study, there was not a great 
deal of evidence of such a strategy being used. The case of Diane, who 
applied for a new job, was rejected without interview, and then heard of a 
friend of a similar age having the same experience, has already been 
discussed (see section 5.4.1). Diane clearly attributed this rejection to 
ageism once she had heard of this friend's experience; but in fact her case 
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does not entirely fit with the concept of stigma as 'self-protection' (Crocker & 
Major 1989), since she reported that she was more upset once she felt the 
rejection was due to ageism, than she had been when thinking that she had 
just not happened to fit the specification. Hence her reaction fits better with 
the findings of Branscombe, Schmitt and Harvey (1999) who found that 
attributions of discrimination to pervasive racial prejudice produced worse 
effects on well-being of African-Americans, than if their experience was 
attributed to a 'one-off negative outcome. 
b) Other-directed strategies 
As with the self-directed strategies, we will first mention those which, 
although found in the stigma literature, have not occurred in this study. 
There was no evidence of people asserting the potentially stigmatised 
identity (e. g. Myers & Rosen, 1996), that is, making a point of acknowledging 
their age as such; there was in fact evidence of considerable efforts being 
made to de-emphasize, or even conceal, age. Nor was there any evidence 
of older workers trying to raise their own status as a group (e. g. Hogg & 
Vaughan 1998, Myers & Rosen 1996). Brian, as a redundant bank manager, 
had mentioned the fact that he and his colleagues in the same predicament, 
had discussed the situation, but there was no suggestion that they had acted 
together to try to fight the changes leading to their redundancy. 
The strategies for dealing with stigma, which have been reported in existing 
literature and for which evidence was found in this study, were: avoiding 
situations in which the stigmatised identity might become salient; disguising 
or de-emphasising one's age; deflecting the (possible) effect of age stigma; 
and compensating for the (believed) effects of age in various ways. 
Avoidance 
Avoidance, of a situation where a stigmatised identity might become salient, 
is one strategy which was mentioned by some of these participants, even 
though it is not a strategy particularly mentioned in the stigma literature. It is 
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possible that obese people might avoid the beach, or illiterate adults might try 
to avoid situations in which they were asked to read something. Three of the 
female participants talked about deciding not to apply for new jobs because 
of the expectation that they would be rejected on age grounds. It is possible 
that such a decision was purely practical, in the same way that there would 
be little point in applying for a job for which one was not qualified: but the 
flavour of what they said, suggests that there was a more specific wish to 
avoid the `humiliation' of being rejected on age grounds. Julia particularly 
wished to avoid the interview process with the questions which she expected 
would be posed. 
I think at that level, oh the CV 'Oh / see you were at Bristol University' (IMITATES 
JOB INTERVIEWER) and 'Oh, you started off at [company], ' (GIGGLES) You just let 
it go. Yes, exactly. The thought of having a CV. We've got a chum who was head of 
(mentions well known company], and bless him, he's now in his sixties, and he 
keeps going for interviews, and you think 'Oh don't, that's so awful'. (CHUCKLES) 
So humiliating. You're better than that. (Julia, advertising director, now self- 
employed) 
Diane had had a more specific experience of being rejected, as she saw it, 
on age grounds, which has been reported earlier (see section 5.4.1), and had 
decided on that basis not to apply for any more jobs. 
I mean I did a couple of years ago, kind of oh, you know, 'shall I look for another 
job? ' Shall I do something different, and I thought 'I don't want to put myself through 
this, at this age', I mean, I imagine that if I applied for jobs, in an awful lot of cases I 
wouldn't even get looked at, because of my age, and I thought 'I can't be bothered, 
I'll stick with this' until I collect the pension. 
She added, after telling the story of what had happened: 
I suppose it made me think 'Oh God, there are people out there who are going to 
think I'm past it' ..... but I would feel I wouldn't want to go 
for anything that was 
....... very competitive because I wouldn't have been sure that I would have just been 
put on the reject pile. (Diane, university administrator, working) 
Mark, in advertising, also reported avoiding situations in which his age might 
become salient in the sense of its being blamed for (what he perceived as) 
his lack of aptitude for a certain type of task. He seemed to view it as a 
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difficult situation, possibly threatening to his senior status, but also related to 
his age. Mark wanted to fulfil the role of being "part of a team", and in his 
case also "the leader of the team", but without exposing this particular 
weakness. 
I also know one of my weaknesses, I'm hopeless in brainstorming`, I'd like to think 
I'm a fairly free thinking, open minded individual, but I'm not good at brainstorming. 
Probably got too much experience and too set in my ways, and so I--I often -- 
whereas [colleague] will say 'Right, let's have half a dozen people in here and 
brainstorm', I would much rather let somebody else do the brainstorming and get 
back to me, I avoid them like the plague, because I--I just don't like them. 
........ both because of my age and my position, and because of the ethos of an 
advertising agency is that you're part of a team, you might be in my case the leader 
of a team, but you are part of a team, you shouldn't be distant from that team, so I'm 
very conscious of it, I'm quite careful of it, and partly that is age. (Mark, CEO of 
advertising agency, working) 
Avoidance of situations in which shortcomings might be `exposed' is a 
strategy which has been mentioned in some of the stigma literature (e. g. 
Minichiello et at, 2000). Another participant revealed that she did take steps 
to manage her energy levels, in relation to work. She perceived that she had 
less energy available than when she had been younger, and tried to 
conserve this energy so that she would be able to discharge her job 
effectively; she had also noticed her memory becoming less reliable, and 
had adopted the habit of writing things down as a reminder. Elaine did 
attribute these shortcomings to age. 
P 
.... unfortunately I think your 
body and your mind make you aware, more 
than anything else, and in the last year or two, I've definitely noticed a slowing down, 
in retention of things in my memory, and maybe my physical capability as well, I've 
definitely noticed a difference, yes. Sadly. 
I Has that been a nuisance at all, has it made a difference? 
PI would obviously prefer not to be made aware of it, I would prefer to ignore 
it, and not -- have to make allowances for it, I sometimes - like writing everything 
down, I know that I will forget something, unless I write it down, to remind myself, 
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which I never used to, I used to be able to sort of keep it in my head, and sort of act 
on it, so erm -- I think that is a reflection of my age, or at least I feel it's a reflection 
of my age, and the same with physical ability and tiredness levels, I notice, working 
full time, doing all the other things which I now - I'm now able to do less of an 
evening than I would have done say five years ago...... 
I OK, and do you have to sort of take any particular action or steps -you 
mentioned making notes of things, is there anything else you kind of consciously do 
to - 
RI think I (CHUCKLES) consciously don't book more than two or maybe 3 
evenings a week to do other things, because I know that if I were to go out 5 nights a 
week during the week, while I'm working, I would find myself too tired to either enjoy, 
or to function properly at work the next day. (Elaine, university secretary, working) 
Elaine seemed to view this as a self-directed or intrapersonal strategy. (It 
could also function as a way of managing one's 'image' or one's work 
performance, in order to avoid being labelled as too tired or too old to 
continue in the job: but this is not what Elaine said, nor did any other 
participant talk about managing one's energy in those terms, therefore this 
strategy has been included here in the 'self-directed' category. ) 
Disguising and de-emphasising 
Both men and women talked about making certain efforts in order to try to 
disguise the signs of age. These efforts could include attention to one's 
appearance, one's dress, or trying to convey an impression, if not of youth, of 
being young in attitude. Jeremy said he tried to appear "young at heart", 
without "going over the top"; while dress is part of that, he also said he 
wanted to "come over as... still aware of what happens when you're 
younger, which seems to imply conveying an attitude as well as managing 
one's appearance. 
° Brainstorming: "the practice of thrashing out a problem, developing a strategy, etc., by 
intensive group discussion in which ideas are put forward in an extempore manner. " 
(Chambers Dictionary, 2006, p. 181) 
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..... are you ever conscious of a need to you know, look younger than you 
are? 
P That's an interesting point. I suppose I do try to do that at work. ..... yeah, I 
try and be young at heart I suppose, coming over as being er - still aware of what 
happens when you're younger, rather than being an appearance of an old fogey. 
I .... is there anything you particularly kind of do to create that impression? 
P 
.... 
1 dress smart, in terms of my appearance, and look reasonably modern in 
terms of the suit and shirt and tie.... I dress reasonably smart in that sense, without 
going over the top. (Jeremy, accountant/finance director, working) 
Women talked about their dress, but also about hair, with grey hair being 
regarded by some women as an avoidable sign of age. Elaine described the 
way she tried to avoid conforming with stereotypes of the older woman's 
wardrobe, which, she implied, would not be entirely suitable in terms of her 
appearance for work - "1 should do my best". 
I What about appearance of age, do you ever feel a need to sort of try to sort 
of keep young looking, or - 
P (CHUCKLES) Yes, I, yeah I don't want to go into the crimplene and permed 
hair and twinset and pearls, and tweed skirt or something like that, no. I think like 
colouring one's hair, and all the other bits and things which help to defy some of the 
signs of age, I'm all in agreement with. I should do my best. (Elaine, university 
secretary, working) 
The need to do this was related to the perceived need to create the right 
impression in the workplace, to 'fit in', which as Mary explained was "all 
connected with age"- 
... Obviously it's important, I think, as you get older, how you know, you have to try 
and look, especially in the workplace, I think, have to look, sort of fit in, be 
acceptable. 
... it is all connected with age, you know, how you are erm looked at and ..... I think it 
is only because of the workplace, because if I was at home, or I was going out 
today, or going to the supermarket.... I wouldn't worry so much about how I looked, 
but at work I think I do. (Mary, university administrator, working) 
Kate, a human resources manager, expressed the view that while age 
inevitably advances, one can do "the best with what you've got". Kate 
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appeared to feel that this was for her own satisfaction, rather than 
necessarily because of the dictates of her job. 
So looking young for your age, is that something that matters? 
P Yeah. Oh yeah. I mean I was always dyeing my hair, I was always you 
know, God help me, attempting to keep slim. Yes. I don't, I don't relish the thought 
of being old at all....... I think you can turn that round, I think you can say to yourself 
'well all right then, I'm 56 and oh my God', but you can turn it round and think 'welt, if 
I look relatively good for my age, then that's as good as you're going to get. ' So 
whilst you know, I would much rather be 36 than 56, but I can't do anything about 
that, you can't turn the clock back, but as long as you've done the best with what 
you've got, then I feel quite comfortable with that..... I think I make more effort than 
most people, women of 56, yeah. I mean I work with what - two women, who are -- 
one's 56, and there's a guy there of 56, and they're both you know, grey. And 
there's no way I'd ever be grey --I just don't do grey. (CHUCKLES] I might when 
I'm eighty something. (Kate, human resources manager, working) 
Not all women felt this need however, and while some said they might dress 
in a particular way suitable for their work, this was not necessarily related to 
any wish to appear younger. 
Another way in which people dealt with their age, which to some extent 
represented attempts to disguise it, was by keeping fit and trim. This was 
mentioned by participants of both sexes. Diane talked about going to 
aerobics classes and Pilates, which for her appeared to function both as a 
way of socialising with younger colleagues and a way of keeping in shape 
and thus delaying the appearance of age. She did not want to emulate 
women who had "' Let themselves go'". 
Yes, I'm sure we've all got our horror of growing old, but it's like you know, going to 
Pilates, going to aerobics, just trying to keep in reasonable shape, I mean you know, 
not going mad, but I do see women of my age and younger who you feel have kind 
of you know, quotes 'Let themselves go' and you feel 'Ooh, no' , you know, there's 
going to be time for that later on. (Diane, university administrator, working) 
Deflecting prejudice by negotiating relationships at work 
The strategy of deflecting the effect of stigma by the use of humour and 
friendliness was found by Myers and Rosen (1996) in their study of 
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heavyweight people (see Miller & Myers, 1998). A similar phenomenon was 
found in the present research, though described and expressed rather 
differently. To some extent, older workers wanted to `impression manage', as 
discussed above. But it also appeared that working relationships between 
people of different age groups required careful negotiation, at least from the 
point of view of these older workers. This may have been primarily in order 
to `oil the wheels' of social relationships at work, but as will be seen below, a 
major motivation seemed to be to avoid drawing attention to an age 
difference when dealing with colleagues. 
In particular, it was very striking here that several participants said that they 
wanted to avoid a relationship with younger colleagues which in any way 
resembled a parental relationship. It was as if the parental-type relationship 
between colleagues of different ages was complete anathema in the 
workplace. Mark here explains that the age difference between him and 
younger clients affects how he relates to them: 
I've gone into a new business meeting ... where there might be a 
33 year old 
marketing manager, and a 27 year old marketing assistant, and I could swan in and 
talk about things, and I don't know if it comes from me that I'm kind of old, but it 
clearly -- old enough to be their father -- and they -- that I think is part of the 
problem. If I was half my age I could tell them how to set the world to rights, but 
being almost -- probably as old as their fathers, there is occasionally a resistance to 
it, particularly -- particularly in the new business meeting where you've never met 
them before. (Mark, advertising agency CEO, working) 
Tony's experience corroborates this view, in that he describes how an age 
similarity with clients helps them accept what he is saying. 
With older people it helped with the sort of age similarity, and they would make their 
own assumptions about what I would know, which might be quite wrong on their 
part, but nevertheless it made it easier that they'd assume that I'd had some of the 
experiences that they'd had, with certain situations and so on, so it actually made it 
easier, erm, and they'd say 'Well of course you know, blah blah blah' and I'd say 'Oh 
yes, we've had all that. ' (Tony, electronics consultant, working) 
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Don, whose story has also been covered earlier, had been told that he was 
too old to continue working with the younger business clients that he dealt 
with. Don explained this in terms of the difficulty of the age gap, which 
seemed to be an obstacle to having the right kind of relationship with the 
clients. 
Well I suppose it's all about relationships isn't it, and erm -- you need to have a 
good relationship with the client, because that's what people buy, in the end in 
market research, it's not work, OK you've got to do reasonable work, but they've got 
to feel happy about being involved with you, so I suppose it's more a question of 
people they can relate to easily, and get on with you know. 
To which he added, a little later: 
I felt, heading up that [client name] account, I was quite adept at it, quite able, you 
know, ....... I didn't really feel age should have been an issue, but once it was 
pointed out to me, it was understandable, because what was actually happening 
was, I was dealing with people younger than my two sons. You know, I can imagine 
how they would have felt. (Don, market research director, now self employed) 
The age difference, that these clients were "people younger than my two 
sons" was taken as a fatal obstacle to "a good relationship with the client", 
regardless of the quality of one's work or one's abilities. Relationships with 
younger colleagues presented Jeremy with a similar task, in terms of 
negotiating the relationship: 
I certainly wouldn't dream of trying to treat them as though I was some sort of father 
figure to them, I treat them sort of age wise as being equal. (Jeremy, 
accountant/finance director, working) 
The efforts made by participants to relate to younger colleagues or clients, 
whilst avoiding any kind of pseudo-parental relationship, were frequently 
mentioned. It seems clear from what several people said that there was a 
gap to be bridged, in terms of communicating effectively and acceptably with 
younger colleagues or clients. Richard met people 25 or 30 years younger 
than him, during the course of his work as a corporate recovery consultant. 
P 
... I think unusually in (my role] age up to a point is helpful, but I still think 
you've got to be able to bridge the gap, between [myself and] teams which tend to 
be in their forties, and the institutions who tend to be in their thirties. 
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I 
... 
how do you think you bridged that gap? 
P 
... I guess outlook of life, I can only think that in outlook I still feel the same 
way I was, I still have roughly the same views and talk about the same things, I have 
no trouble talking to them about the same things I probably talked about when I was 
their age. (Richard, corporate recovery consultant, working) 
In advertising, Mark felt the need to have some kind of relationship with 
younger managers in his organisation, even though he was at least two 
levels of management above them: 
I'm trying to get alongside account managers, and -- and be friendly with them, that 
sounds patronising, but to have a very relaxed attitude, because erm --I think I 
don't feel the need to be autocratic or dictatorial with them, because my position just 
naturally gives me the authority I need, if I need to apply it, so I actually I work quite 
hard to go over the head of account directors sometimes, just to get the personal 
relationships with account managers ... (Mark, advertising agency 
CEO, working) 
One type of effort made was to try to find common ground in the form of 
topics of conversation. Television programmes, music and sports might 
provide these. Mary talked of making a specific effort to relate to a younger 
colleague by talking to him about football, one of his interests: 
I think when you get a mix of ages then you get erm - different interests from 
different people, you know, sort of -- and I personally for instance you know, [name) 
likes his football so I'll ask him things about that, you know, just sort of things that 
you can just sort of ask different people, or talk to different people about. (Mary, 
university administrator, working) 
Indeed it was interesting that which television programmes are watched 
appears to be related to age, and as such can become a marker of social 
proximity or distance. As Diane said, it was a question of "how much.. 
shared culture there is in the workplace": 
I think because people have stereotypes about it, that anyone over the age of -- 
anyone more than ten or fifteen years older than them, they're not going to want to - 
-I mean there are certain things you can't do, and you don't necessarily watch the 
same television programmes, if you're young and single and you're up for going out 
socialising after work, having older people with other commitments, who don't want 
to do that, they may see them as being kind of older people, or whatever. It 
depends how much sort of shared culture there is in the workplace, about you 
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know, sort of the 'water cooler moment', sort of thing, you know, what was on the 
television last night, or -- erm, it depends how important that is to that particular 
work environment. (Diane, university administrator, working) 
Some described joining their younger colleagues in social events, such as 
drinks after work, or outings, but seemed to be aware that there was a barrier 
which must not be crossed, for fear of behaving inappropriately, or making 
oneself ridiculous. 
.... most of my time I seem to be working with erm people significantly younger than 
myself, even though I don't see them as being younger than myself. I sort of feel I'm 
the same age as them, erm, times I've been in Glasgow with one of my clients on a 
sampling exercise, for the whole day, and er --I ended up by going to a nightclub 
with two of the young girls from - from the company, which was probably quite a 
dangerous thing to do in retrospect (LAUGHTER) because they were even drunker 
than I was, erm, but it on the way home, flying back to London, I thought 'This was a 
59 year old, should I really have been doing things like this, would it happen in other 
areas? ' (Mark, advertising agency CEO, working) 
Participants with (adult) children of similar ages to their colleagues mentioned 
that they found this helpful in terms of providing common ground as a basis 
for conversation, and hence for facilitating the relationships between them as 
colleagues. 
Having my son, who's 22 or whatever, at home I mean (INAUDIBLE] creating DVDs, 
whereas a lot of women of my age, their children are older, and so of course I'm 
aware of it, I watch the television programmes they watch, I know the stars and that, 
and I think it's having the children that has really helped me actually. So I think 
that's probably helped me. (Pauline, estate agent, working) 
The importance of this `social intercourse' in the workplace also emerged 
when participants were talking about what they liked about having colleagues 
of similar ages to themselves. Elaine describes how this made her feel 
comfortable, and created a "nicer atmosphere", television programmes again 
being mentioned as a possible marker of shared culture: 
I How is it [having colleagues of similar age] an advantage? 
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PI think because we can discuss similar things, similar topics, we probably 
listen to the same radio programmes, we watch the same programmes on television, 
we have the same family commitments, erm -- -a fairly similar outlook on life, 
interests, gardening, all these things that crop up in everyday conversation, whereas 
maybe with a younger person you would discuss clothes, erm musical issues that 
we wouldn't be familiar with, it makes for a nicer atmosphere to be on the same kind 
of thought wavelength. (Elaine, university secretary, working) 
Thus, in the absence of age similarity, the relationship with colleagues or 
business contacts of different ages has to be negotiated. If a parent is a 
relationship model which is totally rejected, alternatives, also based on the 
family model, are described here by Kate: 
I would say there's about, let's think, half a dozen people who are in their fifties, that 
I line manage, and the rest are kind of spread between twenties, thirties and forties. 
And I mean apart from the 40 year olds, I think I tend to be like an auntie, as long as 
I have a good -I mean, there are a couple of people I don't have a particularly 
wonderful relationship with, but you know, we get on, as best we can. Erm, with the 
younger ones I tend to be, I suppose it's a bit of a big sister, auntie, type figure. 
(Kate, human resources manager, working) 
Thus while a parent/child relationship is a model which is anathema in the 
workplace, an "auntie" or "big sister" position is acceptable. Why might this 
be so? A parental relationship implies direct responsibility, and a certain 
amount of power, over the 'child' in the relationship, including perhaps a kind 
of 'right' to know, or to advise, about quite personal matters. (Luescher and 
Pillemer (1998), in a review, have discussed the ambivalence in parent 
relationships with their adult offspring. ) An aunt or elder sister does not 
usually have this kind of direct responsibility or privileged position in relation 
to the younger person, but is one step removed: a person with a close, and 
probably affectionate relationship with the younger person, but without the 
power of a parent. Kate went on to say more about how she put this 
concept into practice: 
I'm always very open to people --I suppose it's just part of my style, I mean I go into 
administration situations and say right, 'let's discuss how we can do this', erm, 'I've 
got this idea', but you know, 'what do you think', and 'let's go with that', and most of 
the time we'll have another meeting, and 'please come up with suggestions about 
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how we can make it work better'. 'Because you're the people who are doing it, 
you're the people who are day to day, doing those particular processes, and if 
you've got the suggestion about how you think' and I'm very open with that kind of 
thing, because I've been there myself, and it's horrible having some stupid 
procedure imposed on you from above, that won't work in the context of actually 
doing the job. (Kate, human resources manager, working) 
This passage elucidates the way in which Kate negotiated her relationship 
with her younger colleagues and subordinates, and may clarify the way in 
which she felt her relationship with them was more like an "auntie" than a 
parent. She said that she took pains to "discuss how we can do this" rather 
than imposing on them "some stupid procedure.... from above" (This echoes 
the comments of Harry, mentioned in section 5.4.4 about his experiences of 
managing subordinates older than himself. ) This strategy might help to make 
the working relationship one of equals who happen to be at different levels of 
management, but who all have something to contribute, rather than an 
authoritarian relationship in which orders are given with no chance for 
discussion. One may speculate that the parental relationship is rejected as 
the model for relationships between older and younger people at work, 
because of its implication of the right to impose one's authority on others, but 
further research would be needed to elucidate this. 
Another difficulty about working relationships between older and younger 
people was the apparent reluctance of younger people to accept that the 
experience of older colleagues, or suppliers, might indicate that a 'new idea' 
which they had come up with, had actually been tried before. Mark 
mentioned this happening in advertising. When agency and client people 
were of a similar age, they were on an equal basis: 
.... you're sharing experiences together for the first time, rather than saying 'I've 
done that before, and my experience has been that it doesn't work to do that' I mean 
they don't want to hear that, it's like red rag to a bull, and I have to keep on stopping 
myself doing that, saying 'Oh well, I've done that before and it didn't work'. (Mark , 
advertising agency CEO, working) 
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It was as if the younger executives did actually want to 'reinvent the wheel'. 
The other side of this coin was that prior experience among older clients 
could lead to a resistance to considering something new even though it could 
actually be of benefit, as Tony had found: 
... I think the older the contact was, the more sceptical they were, and 
in some cases 
they'd say 'Oh yes, we've tried such and such a company' or whatever it was, 
individual, and 'Oh they made a right mess of it. ' (Tony, electronics consultant, 
working) 
A possible interpretation is that younger people on the upward path realise 
that part of their value lies in their perceived capacity for innovation, and 
therefore resist the notion that a particular idea has been thought of before. 
Equally, an older person might feel that since part of their value to an 
organisation derives from their prior experience, they must bring this to bear 
on a situation even if it means rejecting an idea merely because they have 
met it before. So it appears that here is another tricky path to tread, between 
wasting time and effort reinventing the wheel, and rejecting ideas which may 
resemble older ideas but whose time may now have come. 
Compensating 
Another type of strategy which appears in the stigma literature is that of 
'compensating' for the stigmatised condition. For example, Taub et al. (1999) 
found that young disabled men would engage in various types of sport in 
order to demonstrate physical competence. There was evidence that older 
workers did use this strategy, in various ways. It seemed to be brought into 
play to counteract the (possible) effects of age stereotypes, which, if allowed 
to surface, might lead to a person's being labelled as 'old' or 'past it', and to 
age being used as an explanation for any failings or mistakes. 
Kate felt that she had a "younger attitude" which helped "if you're line 
managing people who are younger than you" - which she was. Jeremy was 
conscious of the danger of being seen to conform with the stereotypes of 
older people, in particular their possible resistance to change, or to new 
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ideas. He felt that he still did have an attitude which welcomed new ideas, but 
realised that he had to "carry on giving that message"to colleagues. 
Yes, i suppose there is a danger now I've just passed 50, and as I move on through 
the fifties, that people are going to have the same view of me that -- I've commented 
on about other people. I like to think at the moment, that I still have -- am prepared 
to consider fresh ideas, I think you need to move forward with fresh ideas. So I think 
it'll be important for me to carry on giving that message. Whether or not it gets more 
difficult, I don't know. But at the moment I like to think I er am still willing to consider 
new ideas. (Jeremy, accountant/finance director, working) 
Some made an effort to belie age stereotypes in terms of their general 
behaviour, by not 'behaving old': Mark, for example, described how he made 
a conscious effort to do so, including working long hours in the advertising 
agency. 
I just want people to think of me, because I don't think of myself as being an old 
timer in an advertising agency, erm and so I try and --I try and dress, and present 
myself and do things ... and I'm in here before anybody else in the morning, I drive 
more recklessly than anybody else in the agency [LAUGHTER] I do all these things 
which are counter intuitive to the fact that - [my] age, because I'm nearly retired. 
(Mark, advertising agency CEO, working) 
Jeremy also felt the need to let colleagues know that he did not conform with 
stereotypes of older people, in terms of his life outside work. 
.... normally I'm not one of these people that goes in for a great deal of detail about 
my social life, erm, but I do sort of let it be known that I go out and about and enjoy 
myself, I'm not one of these people who sort of sit at home and doesn't do anything 
at all, so I'm aware of what's happening in the world, sort of thing. So I do give the 
impression of not being out of touch with things. I mean ... I think people notice that, 
yeah. (Jeremy, accountant/finance director, working) 
There was also a need, perceived by Jeremy, not to "do anything over the 
top, because I think it can backfire on you, if you try and appear to be too 
young, for example attempt to be aware of modem music tastes or anything 
like that. " So once again there is a fine line to tread in negotiating one's 
identity, as an older person in the workplace. 
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One or two felt a particular need to show that they were still as sharp, 
mentally, as ever, and capable of the kind of witty repartee which was 
sometimes a feature of relationships between colleagues. Mark, in the 
advertising agency world, was conscious of the need to stay "on your mettle" 
.. it's not so much competition, but you feel you're on your mettle, all the time, 
because --..... not that I have to compete with any one person, but you feel 
pressured, depending on the subject matter, there can be an age dimension, or a 
generational dimension to it... (Mark, advertising agency CEO, working) 
Norman had become very conscious of this issue when he returned to his 
former workplace to do a temporary job with his former colleagues. He 
attributes his being "off the pace" to having been out of the workplace for a 
few months (rather than to his age), but felt that when working with younger 
people, it would be more important to demonstrate one's mental agility than if 
one was with older people. 
I think if I'm with younger people, I'm -- er more aware of having to be quicker, 
mentally quicker, than with older people. Er, when I went into doing this 6 months' 
[temporary job], this year, I was definitely off the pace, I was much slower than er -- 
I'm talking about things like just a bit of repartee, a bit of banter, a bit of recall of 
meetings, if you stutter over something you're going to say, they pounce on you, and 
-- not aggressively, but I was very conscious of that, because if I'd say 'If - -fff I' 
they'd jump on me like that, and say 'Are you having trouble today Norman, are you 
- do you need a nap now? ' or something like this. (Norman, market research 
director, now early retired) 
Thus Norman appeared to think that any error would be attributed to age and 
lead to teasing which, however friendly, alluded to age - -do you need a nap 
now? ". 
Some felt a particular need, or desire, to keep up to date, or at least to be 
thought to be up to date, whether with fashion or the latest technology. 
Clearly it is perfectly possible for someone (of any age) to have a sincere 
wish to keep up to date with fashion and technology, because they are 
interested, and not from any desire to impress others. Diane felt that she 
was treated by colleagues as "being not very old' and connected this with 
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having "a reasonable grasp of technology" compared to others in her age 
group, and possessing new items such as an iPod (though she did not say 
that these items had been acquired in order to give such an impression). 
I think generally people ---I don't think necessarily I look good, but I think they 
generally treat me as being not very old. I don't know. I think it's things like you 
know, I've got a reasonable grasp of technology, and you know, I've just got an Pod, 
and I've got a new mobile phone, I feel I'm sort of reasonably clued up with all that 
sort of thing, whereas you do get some people who are sort of you know, struggle to 
deal with that sort of technology, and I think that sometimes can make them appear 
to be older. Simply because they're not sort of dealing with the changes as easily as 
other people do. (Diane, university administrator, working) 
Others described how they tried to keep up to date, being aware of the 
danger, as an older person, of appearing otherwise. Here, Mary voices the 
view that some older people do take a while to grasp new developments, and 
wanted to avoid being seen that way herself - "older people have to sort of 
be more alert"; partly to avoid causing frustration to "a younger element". 
Well, I think definitely you have to keep on the ball with IT issues, nowadays, 
because erm you know, thinking of my own children, they just pick something up 
very quickly, and obviously everything is computer related nowadays, and so 
definitely, from that side, older people have to sort of be more alert, .... I have seen it 
in older people, and really sort of erm even myself, been frustrated at how long it 
takes them to sort of grasp something, and you know, I'm probably the equivalent 
sort of age, so I can imagine if you've got a younger element, that they would find it 
quite frustrating that somebody can't grasp something very quickly. (Mary, university 
administrator, working) 
Returning to the advertising agency environment, Julia described how she 
had wished to prove that she could still be "trendy" in spite of age, which led 
her to take certain steps, purchasing items at fashionable shops and leaving 
the bag around for others to see: 
I Do you feel there was anything else you did, whether consciously at the 
time, or as you look back, that was some sort of you know, protection against the 
fact of being older than - 
P Yes, I mean I certainly --I think I told you about, with the new management 
..... they were very er -- alternative, different, wacky, etc., and I certainly paused at 
duty free to get some Issey Miyake perfume, because I knew they'd think that was 
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trendy, and also demeaned myself by going over to Prada, and buying what was the 
cheapest thing, which was a belt, which was A too small and B I've never worn 
anyway. But I left the Issey Miyake and the Prada bag on my desk, and sure 
enough about three weeks later, I heard someone say '[Julia] is so trendy, she 
shops at Issey Miyake', and it's such a disgusting perfume, and 'She shops at 
Prada', as if! Erm, but then I despised myself more for having done that, although I 
think it showed them up even more than it showed me up. (Julia, advertising 
director, now self-employed) 
Mark adopted a similar strategy in what he wore: 
I think if I dressed -- as many people do, more conservatively given my age.... given 
my position and given my age, I could be wearing ties and striped shirts and 
pinstripes and goodness knows what else, whereas I'm laden down with designer 
labels, and wristbands, and all sorts of ridiculous things... (Mark, advertising agency 
CEO, working) 
Keeping fit and healthy was another aspect which, while of interest in itself, 
could also serve as evidence that one was still fit enough to do the job. 
Charles described how maintaining fitness in the Army was an important part 
of retaining respect and avoiding "ageist" comments. 
PI know people who suffer with things like er, can suffer from things like 
arthritis and so on, and that is very noticeable in an environment where most people 
are quite fit...... And so there was an issue, if someone was not fit enough to fully 
participate, it was something which would be commented on. 
I Yeah 
P On the other hand, if you were fit, and capable of maintaining your place, 
then that was something which was respected, so you had the motivating effect that 
if you were fit and maintained your pace, not only was it good for you, but it meant 
that you could maintain the respect of people who would otherwise look at you and 
perhaps be slightly ageist by saying 'Oh well he or she is a bit of a, a bit of an idle 
person, or poor old so and so, ' and so on. (Charles, retired Army officer, now 
working in consultancy) 
While the need to create an impression on others could apply at any age, 
Helen summed it up by saying that the average person does better being 
younger than older, in the absence of any "special charisma" 
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Well there are a lot of old people who are, who are loved by younger people, who've 
just got that charisma and so on, so I suppose you can't generalise, but I mean if you 
are an av -- an average person, not somebody with a special charisma or a great 
reputation that people want to hear about, or terrific repartee, if you're just sort of 
average, then you do better being average and young, than you do being average 
and older. (Helen, publisher/journalist, now self-employed) 
Some participants lucidly summed up what they feared could happen, if they 
did not succeed in terms of negotiating their identity in relation to younger 
colleagues: they might face the `wolf pack', dramatic imagery used by Mark 
in this passage. 
I sometimes feel -- [PAUSE] I don't think they feel a competition, I think I might feel 
erm [PAUSE] it's like being the leader of the pack, you stay leader of the pack until 
you get to the stage where the other wolves can tear you apart and sort you out, and 
I think actually in advertising agencies that is often the situation, because there is an 
intellectual honesty and freedom in agencies... (Mark, advertising agency CEO, 
working) 
This feeling that your colleagues might be waiting for you to make a mistake, 
or be highly critical, had also influenced Norman in his (market research) 
work environment among people mostly younger than himself. He also used 
imagery evoking predator and prey: 
... if you stutter over something you're going to say, they pounce on you. (Norman, 
market research director, now early retired) 
Interestingly, both Mark and Norman here have used imagery of survival, 
where one has to be on one's guard constantly to avoid displaying any 
weakness, which could lead to loss of face, or loss of respect from younger 
colleagues. It is possible that this relates to the awareness that any error will 
be attributed to age, as Norman tellingly suggests in the extract quoted 
earlier (page 228). 
Increasing one's value with rare skills 
Another way in which older workers seem to retain their employability is by 
possessing, or developing, skills which are in demand and/or are perhaps 
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rare. This seems to fit into the 'other-directed' strategy category, because in 
effect these skills mean that regardless of a person's age, they are still in 
demand for work purposes. Richard talked about an acquaintance whose 
specialist skills had allowed him to continue into his seventies: 
PI mean I've met people in my line of work who are turning 70. 
1 Really. How do they keep going, do you think? 
P Well I guess the person I'm thinking of is relatively special, in that this 
particular person's been in the building industry most of his life, [INAUDIBLE] he's 
helped a lot of people who've been in the building industry, and I guess he's got a lot 
of background and skills there..... Clearly he still enjoys what he does, and he does 
it very well. 
I And how old did you say he was? 
R Oh he must be 71,72. (Richard, corporate recovery consultant, working) 
Stephen had developed a specialist practice during his last few years in his 
accountancy firm, which he had continued on a freelance basis thereafter. It 
was a strategy he recommended, but depended on finding one's "niche" and 
keeping very much up to date in your narrow, specialist area. 
If you take it apart and look at people in my experience who have bucked the trend, 
the people I can think of who've bucked the trend have basically been specialists in 
particular areas, I can think of an international tax specialist who was still banging 
away at 67,68, very successfully, but he found himself in a little corner, where he 
could control the pressure that came to him, and he kept his technical edge very 
very sharp. And I can think of another man, similar sort of age, who handles risk 
management of the firm's litigation. Again, he found a niche on his own, without all 
of the pressures of a general client portfolio, so there are people who do it. The 
people who handle general portfolios, erm find, seem to find it very difficult. 
(Stephen, former accountancy senior partner, now consultant/writer) 
Possessing rare, demanded skills seems to mean that the competition for the 
work, or jobs, is less keen, and therefore one is less likely to be directly 
compared with anyone else, of any age. This strategy could be seen as a 
form of 'avoidance' of ageism (see Chapter 3) but it does appear to have its 
own features, such as being a positive way of 'getting round' ageism rather 
than avoiding it in terms of not trying to compete. This is why it has here 
been discussed as a point on its own. The strategy may be worthy of more 
specific research. 
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c) Another possible strategy: self-employment 
It was striking that several of the participants (seven out of the 24) were self- 
employed, or had set up their own businesses, having taken this route after 
being an employee for most of their career. Self-employment allows a 
person to continue working without being dependent on any individual 
employer, or having to conform to the demands or expectations of any 
particular workplace. As Tony (former electronics engineer, now a consultant 
in the purchasing of utilities) put it: "The consultancy, if you like, extended 
my working life, really for as long as / wanted. " It seems possible that older 
workers might choose self-employment as (part of) a strategy to continue 
working in the face of ageism within their previous organisations. However, 
only one participant, Julia, expressly referred to the benefits of self- 
employment in terms of avoiding organisational ageism. 
I .... what about what you're doing now, how's it working out for you in 
comparison with working in the agency? 
P Oh it's fabulous. It's fabulous. I do mostly planning but some research jobs, 
almost all my clients are completely new clients, so erm they've no idea how old I 
am or where I've been or what I've done, erm -- but not having to lie about my 
stepchildren's ages, because they're both in their forties, every now and then people 
say things like 'Well you and [husband] must have married very young', or 'He must 
be much older than you, ' and I say 'Yes he is, ' er it's just not an issue, they've no 
idea how old I am and it just doesn't really matter. Er it's working really well. (Julia, 
advertising director, now self-employed) 
Other self-employed participants spoke of obtaining the opportunity to work 
on projects which particularly interested them, rather than what was required 
by an employer. Stephen, who had left his post as a senior partner of an 
accountancy firm purely from his own choice, was now having time to write a 
book and do other work which interested him. Don had chosen self- 
employment rather than looking for another job in market research, and was 
enjoying the flexibility and sense of control over his own destiny, that it 
afforded him: "so I'm much happier and working for myself, I've only got 
myself to blame, for anything that goes wrong". Norman had not sought 
another job after (enforced) early retirement, because "my target was to work 
eight to ten days a month. " However, in none of these cases was there 
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specific mention of becoming self-employed as a way of avoiding ageism. 
Therefore, as with the possession of rare skills, we do not really have enough 
evidence here to classify self-employment as a self- or other- directed 
strategy, or to make further observations about it specifically as a potential 
defence against organisational ageism. Self-employment does however 
seem to be one of the strategies which older people may use to renegotiate 
their working life as discussed by Riverin-Simard (2000). 
5.5 DISCUSSION 
The findings of this qualitative study do provide answers to most of the 
research questions posed. First, there was indeed evidence that older people 
at work are aware of being labelled on the basis of age, and in some cases 
treated differently because of it, in ways which could amount to 
discrimination. The cases of Brian and Gavin, the former bank managers, 
show how in those organisations age was used as a way of rationalising and 
perhaps even excusing the decision to abolish a whole layer of management, 
jobs whose occupants were mainly aged around 50. While it could not be 
said, on the evidence from this study, that this decision itself related to 
stigmatising older workers, the fact that the people affected were of that age, 
was, according to Brian, used as a justification for the management decision: 
"now you're sort of 51,52, it's time you left the organisation". This suggests 
that the management at least thought that this explanation was reasonable, 
and that workers of this age ought to accept that their careers might be over. 
Other participants told of how their age had proved a barrier to staying on in 
the job (Charles) or of being considered for another one (Diane). Another 
participant, Don, explained that he had been told he was too old to continue 
in the client service role he had been fulfilling, which had led to his being 
sidelined in the organisation, and eventually to his departure. However, 
there were other participants whose careers did not seem to have been 
directly affected by their age: Stephen, Richard and Mark, who had reached 
positions of seniority and/ or respect for their experience, such that they were 
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able to maintain control over their career destiny, their skills were still 
required, and in the cases of Stephen and Richard at least, their decisions to 
continue working on a self-employed or consultancy basis seemed to be a 
way of obtaining a working style, and work-life balance, that they desired, 
rather than as a response to any particular age-related treatment they had 
received. 
As to whether the age label is a negative one, it appears that it generally is 
so. Being told that you are too old to work with certain clients, or that being 
over 50 provides justification of a decision to abolish your job, were reported 
to be negative experiences. The fact that several participants took steps to 
try to conceal, compensate for, or de-emphasise their age, suggests that it 
was not something they were particularly keen to divulge, and that it needed 
to be compensated for. In the cases of the participants who worked in 
advertising, the need to prove that their age was not an obstacle to 
continuing in their jobs, that they were productive, or had the right image to 
work in that industry, seemed to cause them to adopt fairly dramatic forms of 
defensive behaviour such as buying from "trendy" shops just to improve her 
image (Julia) or dressing in a certain style, and working very long hours 
(Mark). This indicates that their age was something that they felt the need to 
disguise or compensate for, rather than something they should be proud of or 
open about. 
It also seemed that participants did generally accept that they were older, or 
at least that people might see them that way, and this was generally not a 
welcome thought. Some reported noticing that they became tired more 
easily (Elaine), or had felt that they had less stamina than the younger 
workers (Anthea). There was also evidence that the experience of age 
discrimination, and other negative work-related experiences which 
participants attributed to age, could have detrimental effects on self- 
confidence (such as the cases of Julia, Helen and possibly Don). Diane's 
experience of applying for a job, interpreted by her as age discrimination, 
seemed to cause her distress and deter her from wanting to risk another 
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such experience. Julia and Helen alluded to the emotional effects of age 
stigma. As for 'self-stigmatisation', there was some evidence that older 
workers may agree that aspects of the stereotypes might apply to 
themselves: for example, Elaine when she acknowledged that she became 
tired more easily. Others tended to accede to some of the stereotypes of 
older workers in terms of colleagues or potential recruits, while not 
particularly considering that the stereotypes could apply to themselves. For 
example, Barbara mentioned that some of her older employees were 
reluctant to learn new skills, and Jeremy talked about resistance to change 
among some of his older colleagues. 
Victims of ageism sometimes seemed to accept the treatment they had 
received, rather than arguing against it or denying its validity: Don presented 
an example of this, as having been told he was too old to continue the type of 
client service role he had been fulfilling, he appeared to accept this rather 
than put forward any counter-argument. The perceived need, which several 
participants talked about, for social compatibility within workplaces and 
between client executives and client service personnel, seemed in several 
cases to be thought of as a justification for age discrimination both against 
older and younger employees. It seemed that to make decisions on this 
basis was considered reasonable as a way of reducing any risk of social 
friction. 
In terms of the strategies used by older workers to deal with their age in the 
context of work, it seemed reasonable to classify them as 'self-directed' and 
'other-directed' strategies, using the distinctions made in the literature review 
on stigma (Chapter 3). The self-directed strategies found here included: 
avoidance of situations where age might be a disadvantage, or where poor 
performance might be attributed to age; and self-management strategies 
such as developing interests outside the workplace so that one's 
psychological well-being, such as self-esteem, became less dependent on 
that domain (cf. Major & Schmader, 1998; Quinn & Crocker, 1998). Goals 
might be adapted and ambitions scaled down, in response to the perception 
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that one's career in an organisation had perhaps gone as far as it was going 
to, or had 'hit the buffers' in some other way such as by forced early 
retirement (cf. Elliott et al., 2000). Women in particular talked of developing 
other interests while still at work, which recalls the findings of Cinamon and 
Rich (2002) about the contribution of work, as compared with family, to the 
self-concept of males and females. Among the other-directed strategies 
mentioned were: avoiding the sort of situation where age, the stigmatised 
condition, might become salient; de-emphasizing, or trying to disguise one's 
age, whether through dress and appearance, behaviour, or keeping fit; and 
trying to compensate for age in the sense of deliberately trying to belie 
established age stereotypes, by means of tactics such as being sure to keep 
up to date with IT developments, or dressing in a particularly fashionable way 
(cf. Miller & Myers, 1998). 
A further type of 'other-directed' strategy which was widely mentioned by 
participants of both sexes related to the need consciously to negotiate 
relationships with younger associates and to avoid any kind of parental-style 
relationship. Some of these older workers, mainly females, reported making 
special efforts to inform themselves about topics of possible interest to their 
younger colleagues (such as sport and TV programmes) so as to provide a 
basis for conversation. Kate described in an interesting way how she 
negotiated such relationships along the lines of being an "auntie" or a "big 
sister". When the older/ younger social relationship falls within the context of 
client service, it appears to become even more problematic. While Richard 
and Mark felt they had managed to 'bridge the gap' in various ways, Don's 
career had effectively foundered on this particular rock, with a senior client 
asking for him to give way to a younger person. 
Developing skills which were particularly in demand, was another possible 
strategy for retaining one's value to an employer (although not used 
personally by any of the participants in this study). Finally, some, mainly 
men, had perpetuated their careers by means of self-employment, which 
permitted them to renegotiate their working lives and, in some cases, also 
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functioned as a kind of 'disengagement', immersing oneself in new 
challenges and interests. 
There is therefore evidence that some of these older workers had 
encountered negative effects on their careers and general psychological well- 
being due to being perceived as older. As well as providing examples of 
detrimental treatment based on age, this qualitative study gave some 
indications of why being over 50 should generally have a negative rather than 
positive effect on one's working life. Participants provided insights into how 
the nature of today's workplaces meant that there was considerable 
pressure, exemplified by long hours, targets, and the need for "bureaucracy". 
The long hours and overall pressure were enjoyed by some, disliked by 
others, but to some extent there was a perception that as an older person, 
one might find a pressured working environment more difficult. Another 
aspect of modern working life which related to age, was the continual 
change: whether in the form of constant reorganisation (which Jeremy had 
experienced as a finance director in the National Health Service), changing 
regulations (such as Stephen mentioned in association with accountancy) or 
rapid technical developments (mentioned by Tony in relation to electronics). 
For some participants, change had involved a whole new culture taking over 
the organisation, and a culture which was at odds with the approach to, and 
methods of, work which participants had been used to or had 'grown up with'. 
This had particularly affected Brian and Gavin, the former bank managers, 
whose careers to date had involved learning to take autonomous decisions, 
and develop their own judgment, including the freedom to challenge 
decisions made by their bosses - but whose recent experience, leading up to 
their enforced early retirements, had been of organisational cultures of 'just 
do as you're told' and constantly having to provide justification of their 
actions. Such changes in working culture or other aspects of work had meant 
that to leave the organisation was sometimes the lesser evil. One could 
argue that reluctance to accept such changes, or difficulty dealing with them, 
somehow confirmed the stereotype that older people are resistant to change: 
however, there is no evidence from this study about the reactions of younger 
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people to such changes (and Anthea's experience was that younger people 
were not necessarily any keener on change than older ones). 
5,6 CONCLUSIONS FROM THIS STUDY 
What is the evidence in this study - if there is any - that older people are 
actually stigmatised in the workplace? First, the treatment meted out to the 
former bank managers, and the apparent view of the banks' management at 
the time that as people of 50+ they should somehow accept early retirement 
as reasonable, could be considered to be such evidence. Another instance 
was the exclusion of an older worker from a key client meeting, on the 
grounds that the clients might be more impressed by a younger presenter. 
The comments made by participants, particularly those who were themselves 
in management positions, about the perceived relative merits of older and 
younger workers, certainly confirm the prevalence of the kinds of stereotypes 
referred to in Chapter 2, such as that older people are reliable and 
conscientious but not innovative, and may lack energy; that they may have 
better 'people skills', but are not open to learning new skills particularly 
technical or IT-related ones. There was also evidence that some of these 
older workers felt that there was the possibility of being stigmatised, if their 
efforts to conceal or compensate for their age were not successful. This 
indicates that they felt they were 'stigmatisable' or, in Goffman's term, 
"discreditable" (Goffman, 1963, e. g. p. 42). This study therefore provides 
support for the notion that being older at work is a stigmatised condition, and 
that, therefore, it is plausible to examine workplace ageism from a theoretical 
framework of stigma. 
Further, there are indications from this study of the nature of the threat which 
employers may perceive from employing older workers (cf. Stangor & 
Crandall 2000; Stephan & Stephan 1985,2000). It seems possible that the 
perceived pressures of work, and requirements of an organisation for a 
constant supply of fresh talent, conflict with the way in which older people are 
(stereotypically) perceived. In particularly, a noteworthy finding was the way 
Chapter 5 239 
in which an organisation was characterised by some participants as a great 
mincing machine or wine press, taking in young people, extracting from them 
their ideas and energy for as long as they are considered valuable, and then 
spitting them out again - when older - as empty husks, once their usefulness 
had been exhausted. This image derived from the word 'fresh' which 
appeared in some interviews. Younger people were described as offering 
"fresh faces" or "fresh blood" which by implication would introduce new ideas. 
The concept of "fresh blood" also brings to mind a gigantic monster, requiring 
a constant supply of young humans for food, and recalls the Minotaur, or the 
famous legend, and Goya painting, of Saturn devouring his children5. Older 
bodies would not be fresh enough, would not provide the "fresh blood" that 
the machine, or monster, needed. In the case of organisations, this might be 
represented by the need for constant renewal in terms of knowledge obtained 
by recent training, likely to be found among younger recruits. This could 
therefore represent a threat deriving from hiring older workers rather than 
younger ones, and indicates the way in which a threat theory of stigma 
aetiology may explain age stigma in the workplace. 
Another point which may underlie a preference for younger recruits, which 
has not been encountered in the workplace ageism literature, is the view that 
while older people might be assertive, even argumentative, and question 
management decisions, younger people would be more malleable, and could 
be hammered into shape by an organisation. They would be trainable like a 
young working dog, rather than bringing their own independent thinking to a 
job. This was the impression Brian had formed of one of the reasons his bank 
had decided to remove many people in the 50+ age group. We might 
speculate that this could be a product of the 'tick-box' culture prevailing in 
Britain, and what Bunting (2004, p. 124) has called "the tyranny of targets"; 
where the need for 'shareholder value' in terms of profit targets, and the need 
to comply with regulations is moving the bar ever higher in terms of demands 
on organisations. In such an environment, one can imagine that managers 
might find it easier to hire cheaper, malleable, younger people who would be 
Goya "Saturn devouring his son", Museo del Prado, Madrid 
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grateful for the work, rather than higher paid, assertive older people who 
might challenge management decisions. Once again, the older workers could 
be seen as a kind of threat to the smooth running of the organisation. This is 
one of the issues which have been examined in Study 2, Chapter 6. 
Another area where this study seems to have broken new ground is the 
finding that relationships between older and younger people at work (both 
within an organisation and between customers and service providers) are 
seen as potential pitfalls and require careful negotiating. This issue was 
highlighted by several participants, and is not one which had emerged from 
any of the literature on workplace ageism; hence it appears to be a new 
insight worthy of further examination. In particular, the recurrent view that at 
all costs one must avoid any kind of parental-style relationship with one's 
younger colleagues, was very striking: In this study this has only emerged 
from the point of view of the older workers, and it could well be that younger 
workers have similar feelings, though one might imagine they would be 
differently expressed. 
Turning to age stigma from the point of view of the potential 'targets', it 
appeared that these older workers were aware of the possible negative 
perceptions of them as a group, whether derived from within their 
organisation or from society in general. So it is perhaps unsurprising that 
many of them had adopted certain strategies to deal with the issue of their 
age in the workplace context, which are analogous to those used by (other) 
stigmatised groups as means of 'coping' with, or negotiating life around, their 
condition. These strategies have been summarized in the discussion above, 
and lend support to the idea that a stigma framework can be usefully applied 
to the study of workplace ageism. 
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5.7 STUDY LIMITATIONS 
The sample for this qualitative study was deliberately confined to people who 
were, or had been, in `white-collar' (non-manual) jobs, and indeed several 
participants had held, or still held, very senior positions in their organisations. 
It is probable that the experiences of older workers in blue-collar types of job 
would be substantially different. Further, most of the participants were from 
service industries, rather than from manufacturing, utilities, or primary 
production. In that all participants were aged over 50, their comments about 
the possible thoughts or reactions of younger colleagues are given from the 
older person's point of view. 
Most of the research questions posed for this study have been answered 
positively. Evidence has been found for age discrimination, for the perception 
of the 'older' label as negative and stigmatising, and for strategies being used 
by older workers, to deal with the age issue at work, which tend to resemble 
those found in the stigma literature. While several of the participants had 
themselves been, or indeed still were, employment decision makers, they 
were in this study talking from the position of older workers (Harre & van 
Langenhove, 1999). It therefore seemed necessary to conduct ,a 
complementary study which would examine the views of employment 
decision-makers talking from that particular position, or role. The next 
qualitative study has tackled that. 
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CHAPTER 6 
QUALITATIVE STUDY AMONGST 
EMPLOYMENT DECISION-MAKERS 
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CHAPTER 6 
QUALITATIVE STUDY AMONGST EMPLOYMENT DECISION-MAKERS 
6.1 INTRODUCTION 
Study 1 investigated the experiences of older workers (50-65) with regard to 
employment over the age of 50. Its findings indicated that older workers do 
to some extent become stigmatised, and gave grounds for believing that a 
theoretical framework of stigma might be useful in terms of examining the 
phenomenon of workplace ageism. In particular, some of the experiences 
reported in Study 1 raised the possibility that older workers might be seen as 
posing some kind of threat to organisations, in terms of representing a risk 
that they would not 'pull their weight' in helping the organisation, or their team 
or department, to meet its targets. 
The present study aimed to examine these issues from the point of view of 
managers responsible for making decisions about the employment, 
promotion and training of employees in organisations. 
The literature on ageism, reviewed in Chapter 2, contains several surveys 
about the attitudes to older workers of managers and others. In summary, 
older workers are seen as having a pattern of advantages and disadvantages 
which is so consistent as to amount to stereotyping. Their advantages were 
thought to include good interpersonal skills, life skills, reliability, loyalty, and 
experience; and their drawbacks included lacking creativity, inflexibility, low 
energy levels, and absence of specific skills such as relating to information 
technology (e. g. CIPD/CIM 2005; DWP 2001; Loretto et al., 2000; Lyon & 
Pollard 1997; Taylor & Walker, 1994). There were also stereotyped views of 
younger workers, in those studies which covered them, such as that they 
were enthusiastic, flexible, energetic, keen to learn, and possessed IT skills, 
but at the same time were considered sometimes unreliable, not loyal to their 
employer, inexperienced and might lack a clear `work ethic' (DWP, 2001). To 
some extent, the views expressed by older workers themselves, as reported 
in Chapter 5, were consonant with these surveys; certainly some of these 
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perceptions both of older and younger workers were echoed by some Study 
1 participants who had also had responsibilities for employee selection and 
management. Study I participants also tended to recognise the danger of 
being perceived according to these stereotypes, and as reported in Chapter 
5, some took particular pains to try to dispel such stereotypes in relation to 
themselves. 
6.2 OBJECTIVES OF THIS QUALITATIVE STUDY 
This second qualitative study was conducted among people responsible for 
the recruitment of staff, and for their selection for training and promotion. Its 
overall objective was to explore in depth the attitudes of these decision 
makers and `key informants' towards older people in the workplace, and to 
shed light on the expectations which might arise from the stigma theories, in 
particular the threat theories of stigma origin (Stangor & Crandall 2000, 
Stephan & Stephan 1985,2000). 
Specifically the study was intended to: 
1. Investigate the perceptions, held by employment decision-makers, of 
older people (50+) in the workplace in relation to their perceived suitability 
for hiring, promotion and training, in comparison to younger people, and 
particularly to see whether there was any evidence of stigmatising 
attitudes 
2. Elicit the expression of attitudes towards people of various ages in terms 
of: 
" how they 'fit in' to the organisation - are they seen as valuable 
contributors or as 'passengers' filling in time to retirement? 
" their suitability for employment 
" their relationships with others in the workplace 
" their particular advantages and disadvantages 
" their competence in the job, and contribution to the organisation 
" their (potential) contribution to achieving organisational/ team goals. 
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3. Investigate whether the presence of older people in the workplace is in 
any way perceived as a threat, which, on the basis of the ageism and 
stigma literature, might be expressed in terms of: 
" feelings of discomfort, embarrassment, or perceived social barriers 
" dislike of 'having older people around' - is there any evidence that their 
presence is an unwelcome reminder of ageing and mortality (Collette- 
Pratt, 1976; Solomon et al., 1991)? 
"a perception that they may make a lesser contribution to the goals of the 
organisation or workgroup. (Such a perception could be due to ageist 
attitudes and assumptions about the energy levels or skills of older 
employees; or it may in some cases be entirely accurate to judge that an 
older person is making a lesser contribution. ) 
" any difficulties expressed by managers when they have to supervise 
employees older than themselves (Shore, Cleveland & Goldberg, 2003). 
6.3 RESEARCH QUESTIONS 
The overall research questions for this PhD programme have been set out in 
Chapter 4. The particular research questions for this second qualitative study 
are elaborated below. 
" Given the evidence of ageism in the workplace, are older people (50+) 
stigmatised at work? 
" If so, is there evidence that 50+ age stigma may originate from perception 
of threat, whether akin to the health threat or moral threat discussed by 
Stangor & Crandall (2000)? 
" Is the presence of workers aged 50+ construed as threatening by 
employers and colleagues? 
" What is the nature of any such perceived threat? 
" Is ageing (or appearance of age) considered to be a controllable 
condition, which may increase its potential to be stigmatising? 
" What may moderate the stigmatising of older workers? In particular, can 
alternative social identities for individuals in the workplace sometimes 
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confer a degree of 'immunity' from age stigma (such as reaching a high 
level of seniority at a young age, possessing some highly specialised 
knowledge or expertise, working in a field experiencing labour shortages, 
or simply being young-looking)? 
Based on the theoretical background, the following two main questions can 
be posed. 
Question 1: perceptions of older workers. 
Based on the functional group of theories, one might expect that older people 
would be viewed in terms of ageist stereotypes, which might be used to 
'simplify social perception' and/or to 'enhance self-esteem' by providing a 
downward comparison group. In terms of possible qualitative research 
findings we might expect to encounter remarks making broad generalisations 
about older people at work. Survey studies of managers and of business 
studies students cited earlier in this chapter, have shown that older workers 
do appear to be evaluated in terms of 'ageist' stereotypes. These 
stereotypes include some which while appearing complimentary, could be 
interpreted as viewing older workers in over-simplified, rather patronising 
terms (such as that they are 'reliable' or 'conscientious', rather than 
'ambitious' or 'energetic' - terms we might expect to be applied to younger 
workers). 
In this context, perceptual theories (i. e 'illusory correlation' (Hamilton & Rose, 
1980), the 'grain of truth' concept (Zebrowitz, 1996) and 'perceptual 
accentuation') may be relevant in that observations relating to individuals 
may be generalised to the category to which they are assumed to belong 
(some older workers may be lacking in energy, but this does not mean they 
all are). If these mechanisms are operating in affecting perceptions of older 
workers, we might expect to find views which generalise individual 
experiences to whole categories of people. These would probably be 
couched in much the same terms as those reflecting `ageist stereotypes' as 
referred to in the previous paragraph. 
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A second, but equally important, aspect of this research question is whether 
older people can be said to be stigmatised by the way in which they are 
perceived in the workplace: does this amount to negative social labelling, 
which dominates the way they may be judged as candidates and as 
employees? 
Question 2: threat. The perceptual and functional type of stigma theories 
do not explain why particular groups of people may be stigmatised, that is, 
what is it about those groups which leads to the stigma - from what does the 
stigma appear to derive? Stangor & Crandall's (2000) unifying theory of 
stigma aetiology proposes that an initial perception of threat is the starting 
point which can lead to stigma via perceptual accentuation of intergroup 
differences and consensual sharing of threats and perceptions. If older 
people are seen as constituting a threat (of the health or moral type - 
discussed above) we would expect to find one or more of the following: 
" views relating to the health, energy, social qualities and appearance of 
older people, i. e. as less attractive or more 'disturbing' to have around 
than younger people. (Zebrowitz & Montepare, 2000). 
" statements regarding the abilities, skills and energy of older people, 
possibly relating to their potential contribution to organisational or 
workgroup goals. (These goals may include not only objectively 
measurable performance targets but more vague goals such as to have a 
certain kind of 'image'. ) We might expect that older workers would be 
described using phrases such as as less committed, less energetic, 
unwilling to work long hours. 
" concerns about possible difficulties for organisations in terms of fears, 
among key individuals, about working with people older than themselves, 
such as some kind of embarrassment in managing an older person, or 
fear of competing with, or being shown up by, a person with more 
experience than themselves. 
Chapter 6 248 
6.4 METHOD 
A qualitative approach was taken, involving semi-structured interviews with 
relevant individuals. 
6.4.1 Participants 
Participants (total 13) included two broad categories of individual: 
1. Managers and directors within organisations, who had responsibility for 
the selection, training and promotion of individuals within the organisation. 
These included six who were responsible for Human Resources, two with 
responsibility for Diversity, and two who were in general management. 
2. Recruitment and careers consultants. Three individuals who were 
responsible for helping organisations to select individuals for vacant 
positions. One of these also practised as a careers consultant advising 
people of all ages on their career development and job-hunting, especially 
after redundancy. 
Thus the sample included people who from a professional point of view are 
responsible for advising others about recruitment and other personnel 
matters (HR managers, and recruitment/careers consultants); and those 
whose jobs as managers involves making such ultimate decisions. 
The sample was a convenience sample and participants were approached 
via personal contacts and referrals. Interviews took place across London and 
Southern England. In terms of the age of participants, the sample included 
six who were aged between 31 and 40, four aged 41-50 and three aged 51- 
60. Five respondents were male, and eight were female. Table 6.1 below 
displays the characteristics of the participants. All recruitment materials and 
the consent form are included in Appendix 2. 
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TABLE 6.1 
Participants in Study 2 
Pseudo 
-n m 
Organisation Public/priv- 
ate sector 
Role M/F Age 
Anne Recruitment 
consultancy 
Private Consultant F 41-50 
Beth Central government Public Diversity F 31-40 
Cathy Marketing services 
company 
Private HR F 41-50 
David Local authority Public Diversity M 31-40 
Eleanor Market research 
company 
Private HR F 51-60 
James Recruitment 
consultancy 
Private Consultant M 31-40 
Keith Television company Private HR M 31-40 
Michelle Firm of chartered 
accountants 
Private HR F 41-50 
Nick Advertising agency Private Chief 
Executive 
M 51-60 
Pam Careers consultancy Private Consultant F 51-60 
Rosie Management 
Consultancy 
Private Human 
Resources 
F 31-40 
Sally Local authority Public HR F 41-50 
Tim Utilities company Private Strategy 
management 
M 31-40 
6.4.2 Procedure 
Participants were initially approached to establish their willingness to take 
part in a university study relating to 'Diversity' in the workplace. They were 
not alerted to the fact that age was the principal area of the researcher's 
interest. 
Appointments were made by telephone, then participants were interviewed 
face to face for approximately one hour each. All interviews took place at 
participants' workplaces. Participants were given a letter explaining the 
purpose of the research and were asked to sign forms of consent for their 
participation. They were naturally assured of confidentiality both for 
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themselves personally and for their organisations. Interviews, which lasted 
up to one hour, were tape recorded and transcribed verbatim. 
The full interview schedule appears in Appendix 2 item 1. 
After thanking participants for giving up their time, the researcher filled in 
some personal details on a profile questionnaire (age, gender, number of 
years in field of work, number of years in present job, position in organisation, 
and qualifications). 
The interviews began by asking about 'diversity in the workplace, ' and also 
used other probes to establish what aspects of diversity might be 'top of 
mind' for participants, such as: 'Are any diversity issues current in your 
organisation? If so, what? ' In some cases, as will be reported below, age 
was spontaneously mentioned as an aspect of diversity. In other cases, the 
discussion was turned to age by mentioning the results of a then recent 
survey (CIPD, January 2004) about ageism in employment, and by asking 
for participants' reactions to the key finding of that survey which was reported 
as being that only job-seekers aged 35-40 were completely free of ageism, 
that is, the likelihood of being considered too old or too young for positions 
applied for. 
The discussion proceeded then to focus on age, using questioning and 
probes which included: 
" In your organisation/ practice, is there an age above which people are 
considered to be 'older'? 
" Are you aware of any 'issues' about older people in your organisation/ 
among your clients? If so what? 
" Asking the person to pick one or two examples of older people in their 
organisation, or whom they have encountered in their consultancy - who 
were more or less successful, and if any particular experiences/ events 
were mentioned, asking them to 'tell the story: ' 
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" Asking about experience of any situations where a younger person is 
supervising an older one, probing for details of the situation, the feelings 
of those involved, aspects of the working relationship which worked well 
or caused problems. 
" Asking whether certain age groups! genders were viewed as more suited 
to some functions than others within the organisation. What might be the 
advantages or drawbacks of employing younger/ older people in different 
types of functions, in terms of situations in their own organisation or 
practice? 
" Asking participants to describe any perceptions they might have had 
about the 'ideal employee' for their organisation (or client organisations), 
or the 'ideal candidate' for a job they had recently had to fill. 
" Probing about how age might relate to decisions if the participant had to 
select candidates for redundancy, basic or advanced training, or 
promotion. ('Would an older person have any particular advantage or 
handicap in relation to being selected for redundancy, promotion or 
training? ') 
" Discussion of appearance of age: 'Assuming you don't know a person's 
actual age, do you try to guess it? If so, how do you judge it? ' and 'Does 
it matter if someone looks their age, looks younger, older, or whatever? 
Is it something people can or should try to control? ' If this was believed 
important, it was explored in relation to aspects such as gender, or type 
of job. 
" How older people fare at interviews: what types of reactions are 
experienced from colleagues (or clients) when there is a range of ages 
among the candidates? 
" How do younger colleagues react to, or deal with presence of older 
person? This area was probed in terms particularly of the social aspects 
of a job, including work-related social events. 
" Are older people seen as equally valuable/ worthwhile as employees, as 
managers, as colleagues, or is there any sense in which they are seen as 
less valuable, or even expendable? 
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" Is anything missing in organisations which had no over 50s? If so, what? 
Does it matter? 
" Finally, participants' attention was drawn to the proposed age 
discrimination legislation (to be in place by the end of 2006, to conform 
with EU legislation) and their reactions and expected reactions of 
colleagues and management were probed. 
Care was taken during the interviews not to 'push' participants into making 
statements which may appear to express ageist stereotypes, but rather, to 
ask about individual cases of older people and examine how responses and 
descriptions are expressed. 
6.4.3 Analysis 
Data from the interviews were analysed using the Interpretative 
Phenomenological Analysis (IPA) method (e. g. Smith & Osborn, 2003). The 
procedures involved in IPA have been explained in Chapter 5 section 5.3. 
The computer software NVivo® was used to assist analysis. Two examples 
of transcripts are included in Appendix 2. 
Each transcript was read a number of times, and notes were made to 
highlight topics raised and points of interest. A number of initial themes 
emerged, together with sub-themes, and these were organised into a 
preliminary list. This list then formed the basis of the fully analysis which was 
done using NVivo analysis software. Each transcript was then analysed to 
code sections of the transcript relating to each theme. Naturally, during this 
process, further themes and sub-themes also emerged and these were 
organised as 'Tree' and 'Child/ Sibling' nodes according to the NVivo 
protocol. Any section of a transcript could be coded as relating to more than 
one theme or 'tree node'. Having identified the themes, each theme/node 
was then subjected to further reading and analysis. During this process 
further codes emerged and some sections of transcripts were re-classified. 
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Eventually a total of 23 `Tree Nodes' was created to assist analysis. 
However, after further consideration it emerged that there were basically just 
two final themes pervading the interviews: 
1. The nature of work, in the early part of the 21St century. 
2. The characteristics of older workers and younger workers, in relation to 
perceptions of work. 
These themes will be discussed in the next section, and we will also examine 
the question of whether the perceptions of older workers amount to stigma. 
6.5 RESULTS 
6.5.1 Introductory Comments 
This is a qualitative study and has been analysed using IPA (Smith & Osborn 
2003). It is recognised that in qualitative research the importance of views 
expressed is not measured in terms of numbers. However, it is sometimes 
helpful to point out when several participants have expressed similar views, 
and one soon runs out of words to denote 'more than one but less than all. ' 
For this reason, I have sometimes stated approximately how many 
participants expressed a view, but this should not be taken as implying that 
this makes the view any more important than a view expressed by one or two 
people. 
6.5.2 Theme 1: perceptions of work, in today's world. 
a) Workplace pressure 
A main theme emerging from the comments of participants in this study was 
the notion that in the early/mid 2000s the workplace is subject to much more 
pressure than was believed to be the case in the past. The main sources of 
this pressure were: 
" the need to fulfil the expectations of shareholders, and to put profit for 
shareholders above employee welfare. In public sector organisations 
(without shareholders) this would be expressed in terms of targets and 
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reduction of 'waste'. These pressures would usually lead to cost-cutting 
and intense focus on `value for money' offered by employees. 
" government and other scrutiny 
" the pace of change, often connected in respondents' minds with 
developments in the IT world. 
" increased, and intense, competition in the marketplace, which carries with 
it many implications about reducing costs, being market-led, and 
structuring your workforce to help meet market demands. 
Such perceptions were widely found in this research. A comment by Tim, 
strategy manager in an industrial company, sheds light on the way in which 
working life has become more pressured: 
I think industries generally have become much more competitive, it's much faster 
moving, I think there are much heavier expectations now from business, there's a lot 
more governance issues. Business is under a lot more scrutiny, and there's a need 
for businesses to sort of erm make the right decisions for shareholders, to put 
shareholders before employees, quite honestly, and what that means is that people - 
- there's much more pressure nowadays to hire people because they'd be good at 
the role, rather than necessarily any other kind of fit. (Tim, strategy manager, 
industrial company) 
Thus, suitability of person for job role could take precedence over issues 
such as equal opportunity, diversity of workforce, and other principles often 
considered desirable for employers to uphold. Anne, recruitment consultant, 
echoed this: 
I think also that people in companies these days.... are being asked to work harder 
and achieve more than ever before. You know, times get tougher, they don't get 
easier. (Anne, recruitment consultant) 
Part of the 'getting tougher' was the perceived intense competition and 
associated rapid rate of change in the working environment and in the 
marketplace. Traditional boundaries were being crossed: 
When you've got Tesco's selling electricity, for goodness' sake, and insurance, and 
what have you, nobody is safe anywhere, everything is very forward looking and 
very fast, and furious. (Anne, recruitment consultant) 
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The rapid pace of change was also associated with developments in IT, and 
organisations and their employees today were expected to keep pace with 
these changes, in order to preserve competitiveness and efficiency. This 
presented a pressure which some believed might be a particular problem for 
older workers, as "they've always had change but they didn't have the W. 
There seemed to be an impression that things happened more slowly in the 
past. 
I. T. has brought about a lot of that change and an expectation that things will be 
done faster, but for people in their fifties now retiring, yes they've always had change 
but they didn't have the l. T., ......... so change took place slower than it does now. 
(Beth, diversity officer, central government. ) 
Workforces are required to be more adaptable and, as individuals, willing to 
accept change, which might be essential for an organisation to adapt to new 
market pressures, meet targets, and use "leading edge technology" This 
might pose problems for senior employees (who tended to be older): 
[Company] needed to transform itself and transform itself quickly, and we needed a 
whole new set of capabilities, new ways of thinking, new understanding of up to date 
processes, leading edge technology..... and a lot of the individuals in senior roles 
hadn't been exposed to that, that level of external sort of insight, for quite some time. 
( Keith, HR director, television company) 
This emphasis on change also seemed to relate to a decline in the kind of 
paternalistic relationship with the workforce, which was perhaps more 
common in earlier decades, and might still prevail in some working 
environments. Such pressures could lead to a need to reshape the 
relationships between employees and employers, a cultural change which 
some workers found difficult to accept. Keith here discussed the difference 
between the employer/employee relationships within his previous employer's 
organisation, in a provincial city, versus in London, implying that he found 
the attitude of his current organisation to be more realistic: 
In London it's a very adult/adult relationship, there is an expectation, there is a salary 
to be paid, people fulfil that expectation and beyond, and there is an agreement that 
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this is our relationship for a period of time. In [provincial city] it was much more 
parent/child...... there's an expectation that the company will take care of that, 
there's an expectation that the company will solve everything, and there are some 
tantrums that are thrown when the company actually says 'well that's not actually the 
responsibility of the organisation'. (Keith, HR director, television) 
The implication here is that a person is hired to do a particular job, they are 
paid to do that job for as long as it needs doing, or as long as they wish to or 
are capable of doing it; but after that the mutual contract (in the informal 
sense) is fulfilled, and it is not the organisation's responsibility to 'take care' 
of the person longer term. James, recruitment consultant, put this bluntly: 
... You may think I'm being very cynical and quite brutal in my observations, but 
I 
think it's -- most companies are commercial entities, and they view these things, at 
the end of the day, when they're doing budgets, the organogram, they're not thinking 
about the individuals, so much as the return from the business unit. You know, so 
they want someone who's going to come in and do the work. If somebody who's ten 
years older can demonstrate that, then that's great.... (James, recruitment 
consultant) 
Further, it was believed by some that while in a past era there might have 
been easier, less pressured jobs which could be done by people seen as 
"less than energetic", such jobs no longer existed: 
I remember the days when, for example, if you found a nice quiet sort of less than 
energetic person, you'd find him a nice comfy clientside job. And anybody with a bit 
of spark and fire, you'd put them on the agency side where there was a bit more 
pressure. And it's actually turned on its head, there's no such thing as a comfy 
armchair of a company any more. (Anne, recruitment consultant) 
b) The ideal employee 
So who would be the 'ideal employee', most suited to cope with these 
pressures in today's working world? Participants in this study were asked 
during the course of the interviews, about their views on the ideal worker for 
their organisation, either in the abstract or in the context of a particular 
vacancy they were looking to fill. The recruitment consultants were 
particularly well placed to make observations on this topic. 
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The ideal worker emerged as: 
" someone who is fully committed to the organisation, ideally giving more 
than they are really paid to do, willing to work long hours and 'give 120%', 
Recruitment consultant James expressed this in a somewhat cynical tone: 
Now what they'll say is --a lot of companies.... would say 'Yeah, we want someone with 
drive, enthusiasm, energy, blah blah blah blah blah blah, erm, and what they mean from 
that is someone who's going to work hard and do the hours, without complaint. (James, 
recruitment consultant) 
" someone ambitious, who perhaps has a particular personal stake in 
wishing to do well, and will work hard to be promoted and to further their 
career: 
I would suggest that a good bet would be a young man with a wife and a young family, 
because he's got to do lots of supporting, and he will be looking to further his career. " 
(Anne, recruitment consultant) 
"a person who would represent `good value' as an employee, comparing 
capabilities with salary paid: 
If you've got 10 years' experience, mid thirties, and you've got the basics of business 
development, the return to the employer is at its greatest, because you could probably 
manage a big team, you could probably take full responsibility for client development, 
client management, at a relatively cost effective price. (James, recruitment consultant) 
"a person who fits the manager's mental image of the sort of person they 
want to hire. This image may encompass gender, qualifications, and 
certainly age, and some of the comments quoted below suggest that 
these 'search images' work against the hiring of someone who does not fit 
the implied norm of the organisation, or the individual manager's wishes. 
... people have an image of the person they would have, they want to have working for 
them, perhaps somebody who's visually impaired, or in a wheelchair, doesn't fit that 
image. (Beth, diversity officer, central government) 
Chapter 6 258 
I have a picture in my mind of what that person might look like...... Well I would describe 
them as between 30 and 35, ex MBA, 4-5 years experience.... (Tim, strategy 
management, industry) 
... 
there are loads of men that won't take a secretary over 35. They won't admit it, but 
you line up six for an interview for them, and each time they want the younger one. 
(Pam, careers/recruitment consultant) 
"A 'creative' person: some industries such as IT or advertising seemed to 
have a particular desire to employ younger people who are believed to 
be more creative. Nick, in advertising, said at one point: 
Clients want a feeling of dynamism from their agencies, fresh thinking, new thinking, 
alert to new ideas ... 
and later he added: 
I would have to be well persuaded to take anybody over the age of 40...... It's an 
expectation from [parent company] that we keep the age profile down. (Nick, chief 
executive, advertising agency) 
"a person manifesting energy and flexibility; while some are concerned to 
deny that these qualities necessarily imply youth, there was an apparent 
presumption that they are more commonly found among younger people. 
Here the way in which Eleanor said "you can have that at any age" 
indicated that she was aware that such qualities were often associated 
with youth. 
I think one of the key things is energy and flexibility, but I think you can have that at any 
age. ..... as long as you've got energy and 
flexibility, and a 'can do' attitude, then 
anybody could be successful. I mean we do have quite a mixed age range... (Eleanor, 
HR director, market research) 
"a person who possesses appropriate experience; this does not 
necessarily equate to long experience, and hence, as discussed earlier, 
an older person whose experience might have come from long 
employment within a smaller range of organisations, might in some 
contexts be at a disadvantage. 
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By implication, the non-ideal person to hire would be someone who: 
" did not fit in to the organisation, whether for social reasons or because 
they did not meet the norm of that organisation in terms of age, personal 
image, or some other characteristic. 
" might represent poor 'value for money' and 'punch below their weight'. 
Because there was an assumption that older people (with their longer 
experience) expected to be paid more, the issue of 'value for money' 
appeared to favour younger workers who are cheaper to pay. 
" might not devote sufficient commitment to the organisation. In some 
contexts this could apparently mean anyone who, having some kind of 
desire for 'work-life balance', having family responsibilities, or hobbies to 
which they wish to devote time, was not available to work the long hours 
which some organisations expected from their employees. Anyone over 
about 50, in some organisations, was presumed to be 'looking forward to 
retirement' and therefore, possibly, not sufficiently 'committed' to work. 
" might be 'lacking in energy'. As will be discussed more fully later (section 
6.5.4), there was a widespread perception that older people would not 
display the same sort of energy levels as younger ones. 
Thus, a candidate who did not fit the desired image, was potentially at a 
disadvantage when it came to hiring, promotion or even receiving training. A 
later section will cover how, according to participants, this affected older 
employees in some organisations. 
In contrast, some participants reported that their organisations, at least within 
the human resources function, do make the effort to define an objective 
'person specification' which is neutral on aspects like gender and age, but 
includes aspects like aptitudes and qualifications. 
We always have an ideal candidate in mind, because we draw up what's called a 
person specification for every post, and that lays down qualities, attributes, skills and 
experience that we're looking for in that candidate. We hope that there's never any 
bias in it, towards age, sex, religion, erm we try to avoid anything of that kind. (Sally, 
HR manager, local authority) 
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If they ever did contemplate the age bit, it would only be in terms of how that person 
would relate to the rest of the group. Would they become a team player? (Cathy, 
HR manager, marketing services organisation) 
6.5.3 Age as part of diversity 
In order not to prompt participants about the issue of age at work, the 
interview began with a discussion of diversity. Early in the interviews, 
participants were asked about what diversity meant to them in the context of 
the workplace. A range of answers were given, including: 
" diversity as a range of personality types 
" diversity as encompassing a range of disciplines, skill types and 
abilities 
" diversity in terms of type of education received 
" gender 
" disability 
" ethnicity, race and cultural variety 
" different nationalities to deal with the challenges of global markets 
" age. 
Several participants (about 5) without prompting, introduced age as an 
aspect of diversity, acknowledging that it was becoming a more central issue, 
related to the age discrimination legislation then forthcoming in the UK. 
... age, well, as an employer we're moving towards the age 
legislation, and I think 
there's age issues that will come up on that. (Beth, diversity officer, central 
government) 
Beth emphasized that age diversity encompassed younger workers as well 
as older ones, and believed that the civil service was in the vanguard of 
organisations implementing a diversity policy. Michelle, from the perspective 
of a large accountancy firm, also brought up age within diversity, expressing 
concern that the firm was not a "natural environment" for older workers, and 
apparently recognising that the firm might have to change its practices: 
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I OK, what about the future, are you aware of any issues that are... coming 
up, in terms of diversity? 
PI think er the age discrimination piece is one that we'll be interested to see 
how it goes. I mean we've got quite a young workforce, in terms of we take a lot of 
graduates in, and they either go through and become partner, or people move out, 
so we don't have a natural environment for older people.... so... that I think could be 
a challenge for us, in terms of perhaps having to look at different types of people that 
come in as trainees... (Michelle, HR director, accountancy firm) 
However, a dissenting opinion was expressed by Eleanor, who did not feel 
that age was really to be considered as part of 'diversity' at present. 
I "Would you include (age] in diversity? 
P "No, it doesn't spring to mind, particularly to be honest, as part of the 
diversity. 
.... I don't put age into that. Maybe I will do eventually, but not at the 
moment. (Eleanor, HR director, market research) 
6.5.4 Theme 2: perceptions of older and younger workers 
A recurring theme in these interviews was the comparison, whether made 
explicit or just implied, between younger people and older people in the 
workplace. Examination of these comparisons reveals that they are often 
based on what may be considered stereotyped views of younger and older 
people (see Chapter 2 for review of this literature). This broad topic also 
appeared in the study of older workers themselves, reported in Chapter 5. 
However, participants in the present study were talking from the position of 
management decision makers about personnel matters (e. g. Harre & van 
Langenhove, 1999), and further, they were all interviewed in their places of 
work; hence, their views may perhaps be taken to represent an 
organisational point of view rather than a personal one. Their views 
overlapped with the views of the older workers themselves, but were not 
identical with them. To simplify any comparison with Chapter 5, these topics 
will here be reported under the same broad headings as used there: 
experience and skills; personal qualities; and cost/value issues. 
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a) Experience and Skills 
The benefit of employing older people was often stated to be the experience 
they bring to the workplace. Some participants described an ideal scenario 
in which a mixture of older and younger employees each made their 
contribution: 
... you want a rounded picture, people possibly younger can bring fresh ideas, new 
experiences, but you need people who have knowledge and background and 
experience that's gained over the years, so we certainly wouldn't be looking for a 
working group that was all one age, under 50. (Sally, HR manager, local authority) 
The ideas (which younger people might bring) needed to be counterbalanced 
by the judgment of the older person, in terms of measuring the success of an 
investment, or judging whether an initiative might work. 
Over time, I think ideas are great but you have to have some rationale and some 
strong metrics to measure, well, this is the investment, this is the return on 
investment, and this is how we're going to measure whether that change programme 
actually worked. And that comes with experience. (Keith, HR director, television) 
... you need people who've actually got a long enough memory of how it was done 
before, and what didn't work, and what might make it work better next time, as well 
as perhaps, a mixture of new people who come in with a whole load of new ideas. 
(David, diversity officer, local government) 
I think they can bring stability. (Eleanor, HR director, market research) 
However, for other participants, experience could be rather a mixed blessing. 
Variety of experience is valued in some organisations, and it was thought that 
an older worker's experience might include less variety. This seemed to 
stem from a belief that people did not change jobs as frequently in the past, 
as they did at the time of this research. While in the past, length of service 
with one employer was considered a good thing, it seemed that it might be 
perceived as a drawback in the present working climate. 
I And the older person? What would they suffer from? 
P Well, you know, maybe they're less innovative, erm, maybe a bit more fixed 
in their views about the right and wrong way of doing things, erm, maybe it's a 
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function of their experience, you know, you'd be asking do they have enough variety 
in their experience to be able to help, or to be able to add a lot of value. (Tim, 
strategy management, utilities company) 
Keith went further, and expressed the view that a radical change had taken 
place in the jobs marketplace. He indicated that long service with one 
employer was the behaviour of a previous generation, and by implication, 
that this was not a typical practice in early 21St century Britain. 
... people had become so far removed from what was happening in the external 
market place, and they had been so far removed because they had been from a 
generation that had stayed with the company for years, rather than where 
companies are now, as I say, you hop from one company to the next... (Keith, HR 
director, television company) 
A variation on this theme was the belief that experience could in some cases 
be a drawback, and could lead to an older person's being inflexible, and 
hence being seen as resistant to change: 
.... I think they're - and then it's people's views of individuals as well, as they get 
older, does your employer view you as having experience, or do they view you as 
not being able to change quickly enough to fit in with this new environment? (Beth, 
diversity officer, central government) 
This, Nick had found, could occur when an idea is put forward which may 
have been tried before, but may now be suitable whereas it was not in the 
past: but he had experienced a reaction from an older client which led him to 
believe that some people had "ingrained" views which were difficult to 
change. 
I ... do you think that there's any justification for thinking that people over 
whatever age it is, 40, or something, really are less productive? 
P Yes there is. [QUOTING) 'I've done that, it didn't work. ' ....... we 
had a real 
big opportunity with one client.... which we proposed, and they said 'we tried that. ' 
We tried to argue that conditions were different .... but we went through so much 
pain in that learning, that it's now ingrained into him, and I guess the older you are 
the more you become ingrained. (Nick, chief executive, advertising agency) 
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Some older people were perceived as counteracting this perception, and 
benefiting their careers by making a real effort to keep up the ability to do the 
job. This example was given from show business: 
Erm, think of somebody like Bruce Forsyth, say as an example. Of somebody who - 
-- has just got another show, because of who he is and what he does, I mean he's 
just there, he's there mentally and physically and keeps himself there mentally and 
physically. (Anne, recruitment consultant) 
Overall then, the value in experience appears to be more a question of the 
specific knowledge and skills which an experienced person can bring, rather 
than the maturity of an older person in particular. While it was thought that 
younger people could bring fresh ideas, and innovate, an experienced person 
could help to put ideas into a practical context, and impose the disciplines 
necessary for a successful organisation. (This was an interesting echo of 
comments made in Study 1 by the participant Richard. ) Such a person might 
however be in their 30s or 40s rather than 50 plus. Contrary to the values of 
previous eras, when frequent job change was seen as a sign of a dilettante 
approach, long experience in one organisation may be interpreted as a sign 
of lack of flexibility, and resistance to change. 
The downside of experience is that there can be rigidity of thought. " (Nick, chief 
executive, advertising agency) 
An aspect of the greater 'stability' of older workers was the view that in 
certain environments where there might be a lot of fairly routine work, it 
might be perceived that younger people would be unwilling to do the work, 
whereas older people were assumed to be more willing to handle 'boring' 
work. This view was expressed by David, a diversity officer in the public 
sector: 
.. in the types of work that I've been in, because they've mostly been sort of office 
jobs, and I suppose if anything the perception is that younger people - teenagers, or 
people in their early 20s - wouldn't want to do this kind of work because it'd be too 
office based and boring, so I suppose the flip side of that is, that office jobs are all 
right for older people. 
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David continued: 
I think it's more a perception of younger people not being able to contribute, or not 
perhaps being able to concentrate on a very detailed and dull but necessary piece of 
work...... there's a sort of slight perception that why might somebody who's say 18, 
want to do something as boring as, as apparently boring as this? So they might not 
do the work properly. (David, diversity officer, local authority) 
But, by implication, older people would "do the work properly"' even though it 
was potentially "boring". So the 'grasshopper minds' of younger people might 
be desirable when looking for innovation, but less so when looking for reliable 
people to get on with more routine work. This perception does not 
necessarily do the older worker any favours. However, this can be put in 
more positive terms as Rosie did here: 
.... there's also the counter argument, which is that by that time (i. e. by the time 
people are 50+1 they're much more sort of reliable, they're really settled, they know 
what they want, there's a positive angle to it all. " (Rosie, HR director, strategy 
consultancy) 
b) Personal Qualities 
While stability and reliability were usually mentioned as being useful qualities 
which older workers might have, the 'downside' of this is the perception that 
they might be rigid in outlook. This could be manifest in terms of their overall 
attitude to change, and their acceptance of new technology in particular. 
Acceptance of Change 
The suggestion that some older people might not 'keep up' with or cope with 
the increasing pace of change was offered as a rationale for thinking that 
they might be considered less valuable employees, as they might find the 
increasing pace of change rather too challenging. Beth (aged 31-40) said: 
I think when you get into your fifties, to be honest, I think the pace of change is so 
great now that it is going to be a difference, in the next 20 years, when you get into 
your fifties, I think I can see the difference now, when I see people that I know, 
having retired in their fifties, yes they've had a busy career, but the process of 
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change has been an awful lot slower for them, than it is for people today, that are 
going to go into their fifties. (Beth, diversity officer, central government) 
Some also expressed the assumption that older people were less willing to 
accept change, which was considered to be a problem: 
.... the problem becomes people's willingness to embrace, drive, or accept change, 
and it's, I think --I think there is a general view, whether it's right or wrong, that as 
you become older you become less willing to change, or accept change, and I've 
found that is a stereotypical view, in some respects. (Keith, HR director, television 
company) 
Further, attitudes to work which were rooted in a past era could lead to being 
taken by surprise by corporate change which resulted in redundancy. 
... people get complacent. 
And they get very complacent as they get older, if they 
feel secure in their jobs. ... 
People can actually become very lazy, so if they are 
older, it isn't just about age, there are people who are older and lazy. (Pam, careers 
consultant) 
Resistance to change could be perception rather than reality, but participants 
did feel that the perception was there, even if they did not personally share it. 
On the other hand, some believed that there were cases where an older 
person actually was resistant to change, and operated in an outdated way. 
... there's a perception that one or two older people are a bit stuck in their ways.... 
maybe it's coincidental that they're older, or perhaps... as you get older you get 
more intolerant, you know what you want more.... you're not so flexible. (Eleanor, 
HR director, market research company) 
However, it was sometimes believed that inflexible views were just as likely 
to be found among younger people. Although this resistance was not only 
found in older workers, by implication it is expected more in older people. 
... perhaps people's assumptions are that an older person's likely to be more 
unwilling to change, but often it's the younger people that have got to address some 
of their perceptions of people. (Beth, diversity officer, central government) 
I've found 18 year olds who are so strong minded that they're right, that actually 
they can be as stubborn as er... and unwilling to accept a different point of view, 
than somebody who could be 65. (Keith, HR director, television) 
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Resistance to change could also emerge in terms of not bothering to keep up 
to date with skills. Cathy recognised that in order to "keep their careers 
going" people did need to "move with the times". It was striking here that 
Cathy saw people with as long as 13 years before retirement, as potentially 
subject to this difficulty. 
Well, people who want to keep their careers going, basically move with the times, 
and don't box yourself in. Because I think people are very ready to box themselves 
in and think well, I've got 13 years to go till my retirement, what do I want to do? Do 
I want to keep motivating myself or do I want to slide down the slippery route and 
just drift out? (Cathy, HR manager, marketing services) 
Some participants went further and expressed the view that older workers 
would not only allow themselves to become out of date, but might actively 
challenge change within organisations, and modernisation of working 
practices. This might be due to an outdated view of what working life 
involved: a refusal to adapt to changed market conditions, a weariness of 
constant change, or indeed in some cases just laziness in terms of updating 
skills. As such, they might pose a threat to the process of updating a 
company's strategy. Aspects of being 'customer-focused' and the use of IT 
were cited as examples. Keith spoke of the difficulty of persuading long- 
serving managers to accept changed office hours more suited to their 
customers' needs: 
People that had been with the business for 25 years ... when I presented the 
business case for changing the hours.... none of the managers in [company] 
accepted it. They didn't feel it was relevant, they didn't feel there was a business 
case for it, and that gives you an example of how far removed they were from the 
financial situation in the company.... a lack of awareness that if we didn't change, we 
would die as an organisation. (Keith, HR director, television, talking about a 
previous job) 
Coupled with the assumption that older workers are reluctant to embrace 
change, it can be seen that the expectation that the working environment 
may continue to change at an ever faster pace, might lead to a belief that 
older workers would not be the most suited to cope with such pressure. 
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Interestingly, Beth (aged 31-40) commented that older workers might be 
"exhausted of change" and might not want to stay on to experience more. 
The implication of this could be, that by offering early retirement or 
redundancy, one might even be doing older workers a favour: 
... by the time my age group reaches 50..... you're going to be exhausted of change, 
and I don't think you will want to stay on, to experience another ten years of change, 
really, because I think it's just going to be too much, there's sort of information 
overload after a while. (Beth, diversity officer, central government) 
Overall, therefore, it seems that there is a robust perception that older people 
may be more resistant to change, or less able to cope with it. There is also a 
`sub-text' here suggesting that older workers might even welcome a possible 
escape from the stress and exhaustion that constant change could bring. 
(This supposed benevolent concern for older workers seems akin to the 
exaggerated concern for feminine sensitivities, which in earlier eras has been 
associated with limiting women's opportunities, as will be discussed later. ) In 
a period thought to be subject to rapid and continuous change, this is a 
drawback in a potential employee, and a potential threat to organisational 
development. Information technology developments, in particular, are 
believed to be a force driving this change. 
Acceptance of new technology 
One perception, emerging from this research, of older people was that they 
had more difficulty with IT in the workplace than did younger people, and in 
fact it seemed as though IT skills could be perceived as a kind of `marker' of 
general competence, with a lack of such skills signalling a wider failure. Here 
Pam is describing how older colleagues had suffered from this, appearing 
older because they "weren't as fast on the computer". This suggests that in 
middle-ranking or technical jobs, age may be more of a problem for the 
employee than it perhaps is at higher management levels or in highly 
specialised functions. The tendency to have a computer on every desk, may 
focus attention on any deficiencies of someone who is not expert on the 
computer, whereas in the past such functions might have been viewed as the 
job of secretaries. 
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We had older consultants who had reached their 60s. One was 62 and one was 64. 
Now both of them, to younger members, appeared old, just because they weren't as 
fast on the computer and they weren't so computer literate. As other people. So if 
you asked them for a report it took them much longer to come through, than from 
somebody else. A younger consultant. But that didn't make them -- that did not 
make them stupid. But you know, younger people in the firm thought that these two 
guys, and they were both guys, were [WHISPERS] 'Oh God getting doddery' don't 
give it to them. But when you saw them with clients, and when you saw them on the 
phone, and observed them, they had absolutely nothing wrong with them 
whatsoever. (Pam, careers and recruitment consultant) 
Yet at the same time it was reported that some organisations consider that 
older workers, say within a few years of retirement, were not worth training, 
therefore could be denied access to the necessary training to bring their IT 
skills up to requirements. Thus, lack of IT skills could become a self-fulfilling 
prophecy. Beth expressed the view that IT changes were a particular 
problem for older workers. 
... for people in their fifties now retiring, yes they've always had change but they 
didn't have the IT, and to be honest, you knew that there was a slower pace of 
things happening, 20 years ago, because you couldn't e-mail things at the drop of a 
hat.... (Beth, diversity officer, central government) 
It might also be assumed that only younger people would be able to keep up 
with new technology, thus an older person would be expected to prove that 
they could handle modern business techniques: 
-- you know, the sort of SMS method of marketing, through text messages, or you 
know, the whole explosion of the internet as a marketing tool, and there would be 
questions over somebody's ability to sort of keep up to date, or understand emerging 
technology (Keith, HR director, television company) 
In Study 1 (see Chapter 5) it was found that some older workers had 
perceived this problem, and had made particular efforts to keep up to date on 
IT and related matters. 
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Energy, vitality and enthusiasm 
A frequent view was that younger workers could be considered to offer 
employers more energy and enthusiasm for the job. The quotation below, 
although Anne denied the truth of the stereotypes, gives a clear expression 
of what those stereotypes are. She in effect said that normally it would be 
considered that 30 year olds would display "lots of enthusiasm" whereas an 
older person might be "fuddy duddy, boring, lacklustre. " 
Somebody of 80 can think like a 30 year old, and vice versa. You get some terrible 
fuddy-duddy, boring, lacklustre 30 year olds, who would have less to offer than 
somebody older who would come in with lots of enthusiasm. (Anne, recruitment 
consultant) 
It was assumed by some that older people would lack energy or vitality, or 
might somehow work at a slower pace than younger workers, thus might not 
be fully suited to doing the job. Thus an older job applicant would have to 
prove they had energy and flexibility. In theory these qualities could exist at 
any age, but the comment below seems to imply that they are more to be 
expected at a younger age: 
... I think one of the key things is energy and flexibility, but I think you can have that 
at any age...... as long as you've got energy and flexibility, and a can do' attitude, 
then anybody could be successful. (Eleanor, HR director, market research) 
In comparison, younger people were regarded as more obviously offering the 
desired energy levels, thus potentially providing more effort to their employer 
than an older worker. This might include being more willing to tolerate the 
heavy work loads and long hours expected in many organisations. Here 
James discussed the difficulties this could pose for older job seekers. 
Ten years ago when I started recruiting, if you were in your mid forties, and you were 
made redundant for instance..... it was hard work to get another position, because 
you were competing with people 10,15 years younger, who were cheaper, and 
perceived to be -- and this business about energy, which you may remember, 
there's a discussion about you know, an employer saying 'we want somebody 
young, full of energy' and what they really mean, you know, is we want someone 
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who will do 20% more work for the same money, as opposed to somebody who will 
do 100% of the work for the money. (James, recruitment consultant) 
Ageing was also associated by participants with people wanting to 'slow 
down' - physically or in life generally. In organisations where a considerable 
degree of commitment is expected, whether to serve the needs of clients, or 
as part of the overall corporate culture, this can be a problem, as here 
explained: 
I think one of the things that will be interesting, is as some of the people get older, I 
assume they will want to slow down, and physically they won't be... they won't have 
the energy maybe, as when they were 35, and it'll be interesting to see whether that 
leads to friction with their colleagues in terms of -- the amount of effort they feel 
each other are putting in. (Rosie, HR director, consultancy) 
The expected lack of energy and reduction in effort, among older workers, 
was thought to result from a diminution of physical energy, but also perhaps 
from a kind of 'work-weariness' which was assumed by some to set in as the 
years advanced, and particularly as retirement age approached. The 
following quotation from Anne expresses the expected difference between a 
younger person who would have ambitions, "fire in the belly" with the 
"coasting" of a person who has "been round the block a few times. " 
... companies like to feel that they are going to employ somebody who will gain 
experience and grow with the company, and be hungry, and be -- looking to 
improve, and be working very hard, and they're getting value for money out of them. 
And somebody who is 58 let's say, who's been round the block a few times, seen it, 
done it, got the T-shirt, erm isn't necessarily going to have as much fire in the belly, 
so they might feel, isn't necessarily going to be pushing as hard, isn't necessarily 
going to be coming up with new ideas, because they've already done all of that, so 
they're coasting on a level, almost. Almost. And therefore they don't necessarily 
employers don't necessarily see that as a good thing. (Anne, recruitment consultant) 
This could be associated with a reluctance to hire older people, in effect, 
discriminating against them in recruitment, due to the expectations that they 
would lose energy as they aged. 
P It's going on because maybe they think that somebody older is going to run 
out of steam, or run out of puff, or slow down. Erm -- 
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I Why do you think they'd think that? 
P Because -- that's so many people think that as you get older, you're going 
to become more doddery. (Pam, careers/ recruitment consultant) 
Whether energy existed in an older person, did seem to be an issue which 
cropped up, when considering potential suitability for jobs, and appeared to 
be a 'question mark' over an older candidate, which would need to be 
removed during the selection process. 
I But if you had, supposing you were shortlisting people, and you wanted to 
put, let's say, a 50 year old on your short list, 1 mean what sort of issues do you think 
your colleagues would have, about whether they would fit in? 
P If that person came across -- to be honest, I think sometimes it's very 
difficult to spot people's ages, and if that person came across as energetic, 
enthusiastic, yeah, really had the vitality they were bringing to the job, you could end 
up with a candidate who's 35 who's got less vitality to bring to the job, versus 
somebody who's 50. So kind of the age dimension, I like to think it really wouldn't, [it 
would] be an afterthought. (Rosie, HR director, strategy consultancy) 
Creativity 
It might also be assumed that only younger people could provide the 
creativity necessary in some occupations, and that older people might be 
less likely to embrace or come up with new ideas: 
Well you know, maybe they're less innovative, erm, maybe a bit more fixed in their 
views about the right and wrong ways of doing things.... (Tim, strategy management, 
industry) 
Well [younger people] do have new ideas, different ways of looking at things (Beth, 
diversity officer, central government) 
Industries which relied heavily on innovation, such as IT and advertising, 
were perceived as discriminating in favour of younger people: 
Take the IT industry for example -- it is a young, it is a young business, you very 
rarely find people over 45 in the IT industry, doing software development or 
whatever, and all the time they're taking younger people coming up behind them, 
who've come out of university with computer science degrees or whatever. They 
want bright young brains. (Pam, careers/recruitment consultant) 
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Nick, a senior executive in advertising, had experienced a situation where a 
very young managing director in advertising had targeted people over 30 for 
redundancy. When asked what he perceived the rationale of this strategy to 
be, Nick said: "That people -- that clients want a feeling of dynamism from 
their agencies, fresh thinking, new thinking, alert to new ideas. " It had 
apparently been assumed that people over 30 were less capable of providing 
such input. This illustrates the way in which it seemed to be assumed that 
older people would lack creativity and hence not make an adequate 
contribution to industries requiring it. 
Appearance 
One of the research questions concerned the appearance of age and 
whether one's appearance, in relation to one's age, was considered 
something that was controllable. Controllability was relevant in relation to the 
finding that if a condition is felt to be outside a person's control, it is less likely 
to be stigmatising than if it is felt to be controllable (Crandall and Moriarty, 
1995; Florey and Harrison, 2000; Hegarty & Pratto, 2001; Weiner, Perry and 
Magnusson, 1988). The issue of appearance has been included in this 
chapter under the broader heading of 'personal qualities' because it is an 
area where individuals differ, as opposed to being a characteristic of a class 
of person. 
Participants were asked whether they thought it mattered if an older person, 
such as a job candidate, looked their age, or not. Several answered that the 
appearance of age did not matter as such, as long as the person was 
presentable and their appearance and grooming suitable for the job and the 
organisation. 
If somebody arrives with a side parting and brylcreem, and a very sombre suit, and 
clean shaven, and quite a polish on his shoes, then I am not going to put them 
forward for a job in what I would call a black T-shirt, high tech, yoof agency. It just 
isn't going to work. (Anne, recruitment consultant) 
I don't think it does [matter]. I think it goes more on actual dress, and how you 
present yourself, be you older or younger. I think presentation is important, because 
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there are a lot of younger people who are dressed much more informally now, which 
in my view is totally inappropriate. (Beth, diversity officer, central government) 
Others believed that although it perhaps 'should not' matter, it was definitely 
helpful to job prospects if candidates presented themselves as smart and 
dynamic: 
I still think, if you're in your fifties, and you want to get into a workplace, yeah, the 
younger you can look, and the more dynamic.... and you can keep yourself oh, 
looking good, groomed, more than anything, I think you stand more of a chance.... 
people aren't necessarily going to be so biased against your age. (Pam, 
careers/recruitment consultant) 
Nick, in advertising, perhaps predictably believed it was extremely important 
as an older person to present oneself so as to draw attention away from age. 
I think it's absolutely vital when you get to my age that you present yourself in a way 
which tends to de-emphasise just how old you are. (Nick, chief executive, 
advertising agency) 
Success in this self-presentation would possibly be a 'protective' strategy in 
certain situations, as Tim explained. 
So the sort of age thing..... it flags up an indicator which then you would, you would 
probe. And likewise if the person was very old, I mean if the consultant... had grey 
hair, and seemed very old, you might ask him about his analytical abilities, or his 
spreadsheet capabilities, do you know what I mean, you'd probe in a different way. 
(Tim, strategy management, utilities company) 
Hence, given that there might be a need for an older person to provide 
evidence that they could do a certain job, `looking the part' might be taken as 
part of such evidence, and detract from other questions over skills, for 
example. 
Several also agreed that reducing the appearance of age was more 
important for women than for men. 
... it probably goes back to what I was talking about before, you know, this view of 
how somebody should look and their presentation, maybe it is more acceptable that 
a man is grey and that a woman isn't, and should -- it could be the same as putting 
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on her makeup, 'she should get her hair dyed', well, maybe, yes. (Michelle, HR 
director, accountancy firm) 
Ageing women tend to be more conspicuous than ageing men. (Nick, chief 
executive, advertising agency) 
While there was therefore some evidence that appearance of age might be 
important in the work context, especially for women, there was no particular 
evidence that people who 'failed' to disguise their age were stigmatised to 
any greater extent than those who succeeded. However, there was some 
evidence that a more youthful appearance could help an older candidate to 
'sidestep' certain questions about their skills or suitability for the job, and 
perhaps be taken more seriously in certain contexts. 
c) CostNalue for Money 
Salary costs 
There was a widespread perception that older workers would inevitably cost 
more to employ, because they would have reached higher salary levels. This 
would represent a threat to an organisation in terms of budget, or 'bottom 
line'. Even though an older person might have experience, sometimes it is 
the immediate cost of the salary which is crucial for employers' budgets. As 
Tim remarked, "Businesses are basically there to make money. " Further, 
because of the perception of higher energy levels with younger workers, the 
younger person might be seen as much better 'value for money', costing less 
but potentially 'delivering' more. 
But I know that that person, for the sake of two thousand pounds, perhaps, if they 
chose someone who's 25, on [£]25 thousand, as opposed to someone who's 48, on 
[£]28 thousand, or whatever, [£]27 thousand -- for the sake of that amount of 
money, what they've got is they've got someone who is potentially going to be an 
eager beaver.... (James, recruitment consultant) 
The guy that's in charge.... he can get younger people for cheaper money. So -- it's 
the bottom line, it's all about the bottom line. So long as the workforce is cheaper, 
they will use people with maybe slightly less experience, but -- cheaper, cheaper to 
pay. (Pam, careers/recruitment consultant) 
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As well as salary costs, the older employee might also cost more in terms of 
pension entitlement. This was mentioned by one respondent as a reason why 
some organisations had pruned out the over 50s. Another point of view on 
the value for money of older employees related, again, to the question of how 
many years of working life they had in them before retirement. 
... once you get above a certain age bracket, you know, it becomes -- it's harder 
for 
a business to make the sort of economics work, you know, in the sense that ... 
well, put it this way, let me be blunt about this, it would be very hard I think for this 
organisation to hire anybody into it who's above 60 say, who's maybe got 2 or 3 
years working... life left in them, you know, before they'd want to retire..... the 
business has to integrate that individual, it has to train them up, and ..... as soon as 
they start to be productive, they will effectively retire. (Tim, strategy management, 
utilities company) 
Younger people were quite simply seen as better investment prospects: 
I think it's more of a maximising the return, as opposed to an age thing...... It's a 
corporate structure, it's 'we want the return for the money that we're putting in. ' 
(James, recruitment consultant) 
We would look at -- for any training, no matter for what age, you know, if we 
sponsor somebody to do some training, and invest in them, what return are we going 
to get? You know, the question could be, if somebody was due to retire in three 
years, and they're about to go and do an MBA, which is going to cost ten thousand 
pounds, you know, is that a good investment of our money? (Eleanor, HR director, 
market research) 
In today's high pressure business world, it is difficult to take risks when 
employing people, and this can lead to a younger person's generally being 
seen as a 'better bet. ' An older person represents a greater risk and might 
therefore constitute a threat to productivity and the achievement of team 
goals. Anne believed that this risk was particularly sharply perceived in 
today's fast moving business world: 
... because things move so much more quickly, it kind of equates with young go- 
getting sort of people, and I think because they feel that they are going to be 
measured by what they achieve, the last thing they want to do, or can afford to do, is 
to give someone the benefit of the doubt. There is less room to give people the 
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benefit of the doubt, to prove themselves - it's sort of instant results required. 
(Anne, recruitment consultant) 
Even if an older person needs a job and is willing to work at a lower level and 
on a lower salary than they are qualified for, it appears that this can meet 
with resistance. (The suspicion about an older, more senior person applying 
for a job at a lower level, was also mentioned in Study 1. ) 
So somebody will apply and say 'well, hello, I can do this job', and my response is 
'yes, I know you can do it, but do you want to do it? Do you want to be in a situation 
where you are in fact punching below your weight? You should really be in a 
position one or two above that. ' 'Oh no, I don't mind that, I'm quite happy to have a 
job. ' Erm, well, the employer doesn't necessarily want somebody who's'quite happy 
to have a job'. (Anne, recruitment consultant) 
This combination of perceptions can, clearly, lead to a vicious circle in which 
the assumptions that older workers lack energy and possess outdated skills 
lead to the perception that they are merely looking forward to retirement, 
therefore are not worth training, can therefore contribute less to the job, 
therefore get bored and indeed do look forward to retirement, rather than 
investing energy into their job. Thus, as mentioned before, the prospect of 
retirement can cast a shadow over a person's career even in their early 
fifties, and the idea that people at this stage of life are less productive, could 
become a self-fulfilling prophecy. 
As Beth explained, one possible way of handling the issue of the perceived 
higher cost of older workers would be to have set salary ranges for 
advertised jobs, to end any direct association between age and salary. 
Starting salary can sometimes be an issue, but we have ... salary ranges, and the 
civil service is different to the private sector, because we have specific salary ranges 
that are advertised..... if you advertise a job, you know the range, within which 
you're going to be paying somebody. (Beth, diversity officer, central government) 
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Conflicting commitments, and 'work-life balance' 
'Work-life balance' is a concept which receives attention in present-day 
Britain, and is increasingly protected by legislation. However, some 
participants felt that the desire for it might be viewed as evidence of lack of 
the required commitment to the job, and could therefore cast doubts on a 
person being 'value for money' as an employee. This might affect not only 
older people but also any person with other commitments, be it a parent of 
young children or a person with considerable non-work interests. Beth had 
found that this arose as an issue even as early as 30: 
I think as you get older you generally get more commitments, be it managing 
children, or be it older people to care for, or be it -- other responsibilities because 
you have other things in your life, but perhaps when you're mid 20$ you're much 
more geared to devoting a lot more time to your career, and I'm not saying that 
people in their 30s aren't , but you do have, I think your needs of life changes as 
well, your view of life can change as well, really. (Beth, diversity officer, central 
government) 
The fear was also expressed that older people might be less useful as 
employees because of having other commitments, or simply wishing to work 
less hard. The impact that this is imagined to have on client relationships 
was described by Rosie: 
I Do you think there'd be any concept in your kind of consulting, that 
somebody could be too old, and losing credibility through being too old? 
P The only way I could see that happening is if somebody - because it is a 
very fast paced industry, and they work very very long hours - and so they have a 
large capacity to work, and the client always comes first, always, no matter what, 
day, night, whatever... 
I Yeah 
P 
... and I can imagine that as people want to slow 
down, which is why some of 
these people left - not only to do with their age - they want to slow down, they want 
to make other choices, they don't want to put the client first, they want to put their 
son, or their daughter, or their whatever first, and that would indirectly affect their 
capacity, their ability to do the job, because the client would probably not feel 
number one all the time, the client would feel 'you used to serve me like this, and 
these are my expectations, and now after eight years, you're telling me my -- can't 
live up to expectations'. Not because they were doing a bad job, they were just 
prioritising different things. (Rosie, HR director, management consultancy) 
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Thus the desire to "make other choices" perhaps to achieve a different work- 
life balance, or having commitments which conflict with total availability for 
work, appeared, in some work environments, to be regarded as damaging to 
the employer's business, and by implication to one's career. In contrast, 
ambition was seen as desirable in an employee, but was thought to be 
something mainly found in younger people: 
-- yeah, you know, I mean are they [older people] as performance orientated, do 
they really have the same level of ambition, drive as a younger person.... these are 
all things that potentially you'd think about. (Tim, general management, utilities 
company) 
And the fact that some younger people might particularly need secure 
earnings could make them attractive as prospective employees, likely to be 
highly committed to their work, and ambitious for their future careers, as has 
been noted earlier. 
Retirement 
Retirement, in relation to the worker aged 50+, seems to be a particular 
instance of the desire for 'work-life balance. ' Almost as soon as a person 
reaches their fifties, the shadow of retirement appears over their career - at 
least in the eyes of management, as reflected in this study. This seemed to 
carry with it the assumption that a person will wish to 'slow down', and, as 
described above, might value other aspects of life in a way which 'competes' 
with their dedication to work, and might thus undermine confidence in their 
commitment to the job. 
Thus, anyone remotely near retirement (such as over 50) might be 
considered to be disengaging, mentally, from the work context. This may or 
may not be true of any individual, and it is possible that an older worker, 
denied promotion and training to make his/her last few years productive, may 
indeed disengage from work in that sense. But the perception that people in 
their fifties and sixties are 'serving time' until retirement, and thus would not 
bring to the job the kind of energy level employers may desire, clearly 
appeared to influence employers' perception of their usefulness. Eleanor 
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talked about the perception that personal interests were thought to focus 
more on home, family, and life outside work, once retirement was in view. 
I I'm just curious on what basis they sort of gathered, that these people were 
winding down. Do you think it was a sort of assumption made, or was there sort of 
evidence, that you know, they were... 
PI think there were two things. Yeah, I think there was probably some 
evidence that they weren't being -- as -- you know, they were doing the job, they 
were just doing the job, and meeting the requirements, without doing a little bit extra. 
So there was that perception. I think there was a perception, that -- because I think 
those people were saying, that's what they were doing. 'Yeah, I can't wait to grow 
my roses', or whatever. So I think the individuals themselves, were adding to that 
perception. (Eleanor, HR director, market research company) 
There was a presumption that people would want to retire at a certain point, 
and this was seen as adding to the economic risk in taking on an older 
person, in terms of potential return on investment. This was seen as a 
reasonable view to take, though it would hamper the prospects for older 
workers: 
... let me be blunt about this, it would be very hard I think for this organisation to hire 
anybody into it who's above 60 say, who's maybe got 2 or 3 years' working, you 
know, working life left in them, you know, before they want to retire..... and if they 
hadn't had any experience in this industry, it means the business has to integrate 
that individual, it has to train them up, and develop them in this industry, and as soon 
as they're up to speed in that industry, in that role, and as soon as they start to be 
productive, they will effectively retire. So the reality of it is that, you know, it's harder 
to make the economics work than if you're hiring somebody who's 30, into that role. 
(Tim, strategy management, industry) 
Further, it could be questioned whether it was worthwhile sending them on 
training courses, if retirement was in view: 
... you give training to people to enable them to do their job, and if they're 
lacking 
those skills then they need them....... although if for example they were going to be 
leaving the company in a year because they'd hit 60, then you'd question, because 
how much are you going to get out of them? (Cathy, HR manager, marketing 
services) 
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There must be discrimination taking place at that level, and what I'm not sure about 
with the legislation is if it allows some kind of justifiable discrimination, so you can 
say 'you're 58, why should we invest 6 months' worth of training and development if 
you're only going to be with us for 18 months? ' (Beth, diversity officer, central 
government) 
Interestingly even though Beth's job was specifically to promote diversity, and 
she recognised age as part of diversity, she still felt that discrimination on 
grounds of being near retirement age was "justifiable, " on economic 
grounds. 
If a person was already in the job, being perceived as close to retirement 
could make it difficult to deploy them in the organisation: 
... that was usually a topic of conversation that came up with setting objectives 
for 
these people -- what do you do, with two people who are.. two years from 
retirement, and are clearly winding down, what objectives can you set them? 
(Eleanor, HR director, market research) 
However some recognised that it was short-sighted to view older workers as 
not worth hiring or training. James had a picturesque turn of phrase when 
describing the attitude of employers: 
Now perhaps now if someone's 55, and they say 'I want to retire at 60', and if you 
get five years out of someone, that's more than you'd probably get out of someone 
looking for their first career move, they would last two or three years and then move 
on. But it's more what they would perceive as if you like, a sell-by date, or a 
departure date. Employers don't like to see it....... I think some employers .... 
employ people as if they were marrying them, they sort of hope it's for life, but it's 
not, people move on. (James, recruitment consultant) 
And some have a practical way of dealing with the issue and effectively 
making retirement age a flexible matter: 
... if somebody's quite capable of 
doing the job and we'd be sorry to lose them, why 
lose them? So what we do is a rolling contract...... so that if the time comes when 
they do become ill..., or they've basically had enough, we have a six months' notice 
period on either side. (Cathy, HR manager, marketing services) 
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However, in general, it appears that because retirement is seen as a fairly 
definite, predictable event, with many organisations having fixed retirement 
ages, it functions like a visible `brick wall' into which careers are going to 
collide. While younger workers may move on to advance their careers, or go 
on parental leave, somehow this is not such an obstacle, possibly because 
there is still an element of uncertainty about it, and perhaps a sense that 
someone who enjoys the job and performs well may in fact choose to stay for 
a considerable period, and provide a more reliable return on investment. 
Summary of this section 
Here a comparison has been made between the perceptions of older and 
younger workers. The benefits offered by younger workers appear to be: 
energy, flexibility, creativity, the likelihood of up to date IT (and other) skills, 
lower salary cost, and possibly recent, relevant experience. Younger 
workers are more clearly seen as worth hiring, and training. While older 
workers (mainly 50+) offer years of experience, and the maturity and stability 
that it implies, they may be perceived as: costing more in pay and pension, 
resistant to change, possessing out of date skills, lacking in creativity, 
wedded to old ways of doing things, likely to have other commitments and 
interests, winding down towards retirement (therefore not worth training), 
and, above all, lacking in energy sufficient for the job. 
6.5.5 Comparison between the `ideal worker' and perceptions of older 
and younger people. 
As the foregoing section suggests, the perceptions of the 'ideal worker' for an 
organisation to hire, appear to fit better with imagery about younger workers 
than about older ones. Thus, discrimination against older workers seems to 
relate to the perceptions of them as described immediately above. All of 
these perceptions apparently work against the equal treatment of older 
workers: but are they stigmatising? If stigma is conceived as a form of 
negative social labelling, leading to prejudice (see Chapter 3) then it appears 
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from this research that older workers are indeed stigmatised, and that 
decisions about aspects of their employment - their hiring, training, promotion 
- are heavily influenced by preconceived ideas about such aspects as energy 
levels, commitment, competence, and cost, as reviewed in the previous 
section. 
Here it is worth recalling one of Goffman's (1963, p. 3) comments, defining 
stigma as "possessing an attribute that makes [a person] different from 
others in the category of persons available for [a person] to be, and of a less 
desirable kind.... ". Within the context of the workplace, it seemed to emerge 
from this research that age does indeed constitute a point of difference, and 
that in general, that difference is of a "less desirable kind. " 
As has also previously been mentioned, the idea that older workers are 
'looking forward to retirement' may be ä self-fulfilling prophecy in that, denied 
promotion and training, older workers may indeed consciously start to 
prioritise different aspects of life (such as family, hobbies, travel). There was 
some evidence in Study I that older workers did use retirement from what 
might be considered their'main career' job, as an opportunity to pursue other 
interests, be they purely leisure interests, voluntary work, or developing a 
new career (perhaps on a self-employed basis). 
Hence, due to these widespread assumptions and stereotypes, age does 
appear to stigmatise older workers - however 'older' may be defined in 
individual workplaces. Michelle admitted that this could be so in the context 
of her accountancy firm: 
I If you were interviewing for a particular post, and there was a range of ages 
amongst the candidates, do you think [the selection panel] would be influenced by 
the age issue? 
P If everybody was even in terms of ability, my honest --- I'm certain age 
would influence it, yes. 
I In what way? 
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P In the view that people would probably go in favour of 'this is a young 
thrusting environment so we need young thrusting people', and go for the younger 
thrusting types, yes. (Michelle, HR director, accountancy firm) 
Tim also said that he did use age as a way of screening candidates: 
... you have hundreds of applicants, and you have to screen them very quickly.... so 
you look for key things, to make that easy, things like age, things like do they have 
an MBA or not. It's just a convenient way of taking a thousand down to a hundred. 
(Tim, strategy management, industry) 
Age could, in a perverse way, be thought to qualify a person as suitable for a 
more boring, routine type of work, as has been mentioned earlier (see p. 264). 
As such, perceptions such as these are akin to the perception, in the past at 
least, of women as being particularly suited to certain types of routine or 
delicate work, as opposed to that requiring physical strength, for which men 
were deemed more suitable; or black men, or indeed, in British history, 
Irishmen, being considered particularly suited to heavy labouring work. This 
is a kind of stigma in reverse, in that, according to stereotyped views, a 
person may be seen as highly suitable for certain types of (mainly lower 
status) work, and not so suitable for the more interesting, challenging type of 
job. There is indeed evidence that certain types of work are 'stereotyped' as 
being men's or women's work, or jobs for older or younger people 
(Finkelstein, Raju & Burke, 1995; Miller & Hayward, 2006; Nierenberg & 
Marvin, 2005). 
The assumption that older people are looking forward to retirement is also 
potentially stigmatising. It carries the connotation that they will want to `slow 
down', are uninterested in training or otherwise acquiring new skills, and may 
also become lazy and unwilling to change. In Study 1, while some 
participants did express a wish to slow down, others wanted, or had wanted, 
to continue working into their late fifties or sixties, so to make this assumption 
about all older workers might well be stigmatising to them as a group, and 
disadvantageous to them as individuals. 
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... there is an assumption that generally, that when people get to their fifties they're 
looking at retirement... (Beth, diversity officer, central government) 
This petrochemical company...... they had a set retirement age, and my impression 
was that for some of the people, they were perceived in the last two years as 
winding down. (Eleanor, HR director, market research) 
... somebody who was you know, early fifties, late fifties, who was actually unwilling 
to change, because actually 'Why bother, because I'm getting so close to 
retirement? ' (Keith, HR director, television) 
Further, any errors made by older workers may be attributed to age, rather 
than to failings or lapses which could occur at any age. 
I've heard people sometimes sort of make comments like 'Oh, it's about time they 
retired' --- about somebody who's made a daft decision, and they wouldn't... 
necessarily make that comment about somebody younger who made a stupid 
decision. (David, diversity officer, local government) 
While there is undoubtedly ageism in the workplace against younger people, 
Anne had a sense that to take on a younger person represents less of a risk, 
and that mistakes may be more forgivable, than if an older person is 
appointed. 
[You get a bright] young thing, doing really well, and seeing that risk work out. If 
they take a risk on an older person and that works out, there's less kind of kudos 
attached to it, because you think 'They're older, they've been round the block, of 
course they're going to do well. ' So it's sort of self-fulfilling. If they don't do well it's 
because they're too old, whereas a bright young thing, if they fail it's 'Oh well, they 
haven't -- well, perhaps they've bit off more than they can chew, but good on them 
for trying, and if they do well, that's marvellous, they're a high flyer. ' (Anne, 
recruitment consultant) 
The people making the appointments have had the experience of being 
young themselves, and so can perhaps identify with younger candidates and 
take steps to counteract ageism against them, as well as perhaps against 
older ageism. 
I've experienced ageism myself, in certain roles, when I was promoted very 
young........ so I would equally say that when I'm interviewing, say, or in discussions, 
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I'm probably more acutely aware of that, and therefore less willing to accept others' 
dismissal of someone because of their younger age, and similarly because of their 
older age. (Keith, HR director, television) 
In some cases, it is believed, even reaching 40 can raise the spectre of 
ageism: 
PI mean changing to this job, several people have said to me oh, it's a good 
thing you haven't left it till you're over 40, because people will start thinking 'Why do 
you want to move now? ' 
1 So they were saying that if you'd left it till you were over 40 you would have 
been.... 
P It would start becoming more difficult to change jobs, which really surprised 
me, to be honest with you. (David, diversity officer, local government) 
In some organisations there is a perceived need to project a youthful image, 
and this can lead to problems for older people. Hence in some contexts, the 
stigma of age can set in at a much earlier age than 50. Nick, chief executive 
in an advertising agency, described a period when a man of under 30 was 
appointed to a very senior position, and proceeded, over a period of time, to 
dismiss most of the staff who were older than him: 
It's the image he wanted to project of the company, through advertising agencies, 
our product, to a large extent, is our people, and er he felt it would be good to be 
very youthful......... despite the fact that we've got [X, a veteran advertising man], 
we've got the Saatchi brothers..... all pushing on to sixty something..... still it's a 
culture of - er - ageism, in ad agencies. (Nick, chief executive, advertising agency) 
This study does therefore provide grounds for thinking that it is at least 
plausible to think of workplace ageism as deriving from the stigmatisation of 
older workers. In the next section the concept of threat will be examined, in 
relation to whether the potential stigma of older age at work, might relate to a 
perception of threat. 
6.5.6 What may moderate the stigmatising of older workers? 
Although this was one of the research questions, little evidence was found in 
this study which bore on the question. As has already been covered in 
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relation to personal qualities, it appeared that a younger outlook, exhibiting 
some of the traits more usually associated with younger workers, might be 
helpful. Some participants also said that having a smart, appropriate 
appearance and manner could help older applicants be taken seriously for 
jobs. There were also mentions of the particular attention given to the 
appearance of age where women were concerned, and it was suggested that 
women were expected to minimise the signs of age to a greater extent than 
were men. By implication, a person exhibiting these qualities -a younger 
outlook, an attractive and suitable appearance - would be less likely to suffer 
from an age stigma than a person who did not appear to have these qualities. 
In terms of specific 'protection' from the effects of possible age stigma, only 
one participant, Nick, really had anything useful to say on the matter. He 
remarked that because of his status as chief executive of his company (the 
UK subsidiary of an international group) he was to some extent protected 
from ageism. 
Most agency heads these days are well into their forties, and a lot now getting into 
their fifties. It's that they tend to shed the middle range of the people who are getting 
older. If you get to the top you stand a better chance of overcoming the ageist bias 
and you learn how to manage it. The people in middle management.... they're the 
ones who are going to be the casualties, rather than us. (Nick, chief executive, 
advertising agency) 
Presumably in this position, Nick was able to influence decisions which might 
affect his own employment, whereas others lower down the management 
pyramid would probably not be able to. 
6.5.7 Threat and the stigmatisation of older workers. 
As the above discussion has suggested, there are grounds, then, for saying 
that perceptions of older people in the workplace do amount to 
stigmatisation. However, in considering the origin or cause of this stigma, is 
there any evidence of threat posed by those stigmatised, to those apparently 
applying the stigma? If there is evidence of a perception of threat, this would 
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provide some support for threat-based theories of stigma aetiology, such as 
the unifying theory put forward by Stangor and Crandall (2000). 
This issue needs to be considered in the context of the perceptions (or 
constructions) of work in the mid 2000s, as has been discussed in a previous 
section, and in Chapter 5 as well. It appears that managers, at least in the 
organisations represented in this research, perceive work in today's world as 
being full of pressures and stresses, from such sources as government, 
shareholders, regulatory authorities, or competitors, which means that there 
is a huge pressure to perform, in terms of maximising return on investment, 
reducing costs, increasing sales and productivity, or reducing waste. This 
appears to have led to a desire to minimise risk and potential cost, when 
making decisions, such as staffing decisions, which may affect the 
performance of the organisation in terms of key measures. It has emerged 
that perceptions of older workers, whether viewed as individuals or 
stigmatised by the application of negative stereotypes, are such as to reduce 
the probability of their being employed when organisations are subject to that 
kind of pressure. 
The areas where there was evidence of concepts of threat, in relation to older 
worker, were: 
" The energy levels available for work - in particular as the statutory or 
organisational retirement age approached 
" Commitment to work and the organisation, as opposed to having 
conflicting personal commitments (family, leisure, etc. ) 
" Competence in doing the job, as opposed to having out of date skills, 
being out of date with current trends, not being innovative, and even 
resisting change 
" Potentially higher cost, given that older, more experienced workers 
were likely to be at higher salary levels than younger people 
" Relating to the potential threat to the self-esteem of younger 
managers, who might be afraid of being 'shown up' by more 
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experienced people, when promoted to manage people older than 
themselves. 
However, there was no evidence of threat in the social context, as will be 
discussed first below. 
a) Socially-based threat 
First, it must be said that there was no evidence of any socially-based threat, 
such as relating to social discomfort at the mere presence of older people. 
Nor was there any evidence of the stigmatisation of older workers as part of a 
'terror management' strategy by their colleagues, who might wish to defend 
themselves against anxiety about their own ageing and mortality ('terror 
management': Solomon et al., 1991). This area did not emerge spontaneously 
from the interviews and when probed, there was no evidence of any such 
threat perception: 
I And do you think there's any sense in which younger people in a workplace 
wouldn't want the older ones around, would they feel in any way sort of you know, 
negative about having older ones around? 
P Er, it's not something I've come across. I mean I know it's a perception 
which some people might have, but not one I've experienced, but it's partly because 
most of the places I've worked, its been a broad age range anyway, so, you know, 
I've not really worked in an office which is mostly young people with an older 
supervisor, mostly it's been quite a broad range within each of the grades, as it 
were. (David, diversity officer, local government) 
This may be because the age groups being discussed in this research were 
generally between 50 and 'normal retirement age' i. e. 60 for women, 65 for 
men. That is, the interviews were concerned with working environments, not 
with issues relating to the very elderly. It is possible that these anxieties 
might be more likely to emerge when having to consider very elderly people. 
However, it is interesting that while in Study 1, the issue of 'negotiating 
relationships' between older and younger employees and customers, 
seemed prominent in the minds of the older workers, it did not particularly 
emerge in this study of employment decision makers. 
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b) Threat to productivity/ team performance 
There emerged in this study several ways in which, drawing on stereotypes 
of older people, they are regarded as potentially less productive, and less 
`good value for money' than younger employees. The fact that older people, 
according to stereotyped assumptions, are regarded as less likely to possess 
these desirable qualities, means that to employ an older person, in 
preference to a younger one, represents a risk, in terms of getting the work 
done and in terms of return on investment. Anne, in the extract quoted on 
page 271, summed up this concept very well when she said she felt that an 
older person would not "have as much fire in the belly" and might be 
"coasting" which employers would not necessarily see as a "good thing" 
Such stereotypes mean that an older person wishing to be considered for a 
post, would have 'more to prove' about himself or herself, to be taken 
seriously as a candidate, in order to overcome the risk that employers tend to 
perceive in hiring certain types of people. Because of the high pressure of 
work, this is a risk that organisations may try to avoid. 
There were other aspects of the perceptions of older people in the workplace, 
as being less productive, potentially, than younger people. These have been 
reviewed in Section 6.5.4 and included a general 'slowing down' or 'winding 
down' to retirement, conflicting commitments, and reduced interest in the job 
generally. Such perceptions could be construed as a threat to team 
productivity if older workers were in the team, particularly if remuneration is 
somehow linked to team productivity. 
It is noteworthy in the quotations given in this chapter, however, that these 
views mainly relate to general opinions and hypotheses about older people 
and their work output, rather than to actual experience of older workers as 
lacking in energy. Only one participant mentioned a case of older workers 
who really were perceived by her to be lacking in energy for their work: 
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P I'm going to get back to this petrochemical company, ---- they had a set 
retirement age, and , and my impression was that for some of the people, they were 
perceived in the last 2 years as winding down ...................... 
I What, that they were perceived that way, or that they really were that way? 
P Oh, that they were winding down. (Eleanor, HR director, market research 
company) 
c) Threat in terms of being shown up 
Most participants had had experience of situations in which a younger person 
is supervising or managing someone older than themselves. Indeed, most of 
these participants had had this experience themselves. There was evidence 
that such situations are potentially uncomfortable for those involved. For the 
younger manager with older subordinates, there could be the fear of 'being 
shown up' by someone with more experience than oneself. 
... if they at 30 or 35 suddenly have to take on board as part of their team somebody 
who is a lot older than them........ there is just as much tendency for a younger 
person to have prejudices, if you like, preconceived ideas about what an older 
person is going to be like..... they're going to be nervous about being exposed, you 
know, their relative lack of experience.... any weaknesses are likely to be exposed, 
by somebody who has possibly gone through a much more rigorous training. (Anne, 
recruitment consultant) 
She perceives that somebody older will have more experience than her, erm, and --- 
you know, might feel threatened by that individual, who knows more, or would pick 
up on her more, or challenge her more, or those sorts of things. (Eleanor, HR 
director, market research) 
There might also be embarrassment at having to give orders to and train 
someone older than yourself. 
... there might be a slight feeling that you might not know, you might be concerned 
that in telling someone the same age as your parents what to do, erm, sort of 
teaching grandmother to suck eggs kind of thing, and the feeling that they might 
resent you because you're so much younger and in a more senior position. (David, 
diversity officer, local government) 
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One participant had experienced this from the point of view of the older 
person, and thought that her supervisor had felt threatened by being younger 
than herself, the outcome being a form of bullying: 
... and the person I reported to was younger than me...... and anything that I tried to 
do, she used my initiative, and basically, to help her, she shot me down. And it was 
very subtle bullying and I realised later on in life it was because she felt threatened 
by me. I desperately wanted to get on and she felt threatened and so kind of 
pushed - constantly, push push push. And I wasn't the only person she did it to. 
(Cathy, HR manager, marketing services company) 
Part of the feeling of threat might arise from natural insecurities of the 
younger person, perhaps not wishing to admit uncertainties because of the 
fear of `losing face' or being shown up, and perhaps being considered 
unworthy of the job. Keith here is talking about his own experience of 
managing a person older than him, even though (as Pam said) there must 
have been a reason why he was in the job and not the older person. 
I think there's a worry about appearing unsure or uncertain, erm, and I do think that 
there is a danger sometimes in a situation like that, where you can't create an open 
dialogue, because the other person thinks, 'well, if you need to ask me then why are 
you in that job? ' (Keith, HR director, Television) 
I think it depends on their own self-esteem and their security in their job, because 
that person might be older than them, but isn't going to be in that position, for a 
reason........ There will be that fear, there will always be that slight element of fear, 
that that person has more experience, than them. (Pam, careers/recruitment 
consultant) 
There might also be the fear that the older subordinate might not "take orders 
very easily" particularly if there was a possibility that the subordinate might 
"[know] a bit more" James could see this from the point of view of a 
recruitment consultant dealing with many employers and candidates: 
.., the main reasons why people are averse to older individuals is, if they're older 
than the recruiter, they may feel 'this person knows a bit more than me. ' You don't 
get that often, but you do get one or two insecurity issues, er 'they're not going to 
take orders very easily. ' (James, recruitment consultant) 
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People who had been in this position, such as Keith, felt it was vital that 
younger managers were supported by their own bosses so as to reduce the 
threat involved in that situation. 
And there needs to be either an external mentor, or an internal coach, or an external 
coach, that that person can go to and get that level of support, so that they don't feel 
they're losing face in front of the people that they're managing, and I think that's the 
biggest threat to the individual. (Keith, HR director, television) 
d) Threat to the image of an organisation 
In a working environment where fashion and modern trends are involved, it 
could happen that older people were simply not wanted because they did not 
fit with the image that an organisation wished to project to its customers. 
Nick was here talking about a situation from his past career, where the 
managing director of an advertising agency was only in his thirties, and had 
tried to change the age profile of the company by sacking people over 30: 
I ... why do you think he felt that people, say, older than 
him, were suitable to 
be got rid of? 
P It's the image he wanted to project of the company, through advertising 
agencies -- our product, to a large extent, is our people, and er he felt it would be 
good to be very youthful. (Nick, chief executive, advertising agency) 
e) Threat to group identity 
In a consultancy, where most employees were under 50 or indeed under 40, 
the HR director interviewed for this research, Rosie, talked very vividly about 
the culture of long hours, of complete commitment to client service, and to 
the organisation. In that context, 'work-life balance' was produced, she 
thought, by working hard for a number of years and 'living' later in life: 
... if you think about the senior people in the organisation, they'll sort of 'I've made 
choices which (mean) I'm going to work really really hard, and I don't mind that I 
don't have a life, because I'm going to work out my life when I'm 40, or whatever, a 
point in time, and that I'm deferring my life. (Rosie, HR director, management 
consultancy) 
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She also talked about the consternation which arose in the organisation 
when a person made a choice which did not fit in with that model of 'work-life 
balance. ' It appears as if such a choice led to uncomfortable questions about 
personal priorities and values, and could pose a severe threat to group 
identity, such as when someone leaves: 
... when one of them leaves, they get more traumatised about it than anyone else in 
the whole organisation, because it makes them question what they're doing, you 
know, and that person who has chosen to leave has, you know, raised again in their 
minds, all these questions about'Why am I still here, why am I still working, why do I 
do this, why do I do that' ? And I think -- so they desperately want each other to 
stay. (Rosie, HR director, management consultancy) 
Another example Rosie gave was that the organisation permitted its staff to 
have 'sabbaticals' after a certain length of service, but it appeared that few 
took it up. It is as if the permission to take a sabbatical would mean that one 
was not indispensable - which could pose a threat, and according to Rosie, 
could lead to "emotional outbursts". 
I And do you think they feel threatened by that? 
P Yeah, oh yeah, that's why I think some of them have these emotional 
outbursts..... People who are successful and have a sabbatical -- they can't bear it! 
On one level. 'Oh I wish I could have a sabbatical' [participant speaks in pathetic 
voice imitating a colleague]. 'Well, you can! ' 'No, I can't, they couldn't possibly 
survive without me. ' (Rosie, HR director, strategy consultancy) 
The above quotations do not particularly deal with older people, but the 
connection with older people in the workplace here may be that if an (older) 
person is, in fact, achieving some kind of work-life balance, and managing to 
combine an adequate or even good standard of work with a satisfying life 
outside work, it may constitute some kind of identity threat to others in the 
organisation. Hence, to avoid this threat, they avoid employing such people 
altogether, and, for those who are already employed, find ways of 'easing 
them out'. However, on the present evidence this must remain speculation. 
In Study 1 it appeared that some participants made decisions later in their 
working lives which did enable them to achieve a better balance between 
work and the rest of life, such as by taking early retirement (voluntarily), or by 
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becoming self-employed which permitted them more control over their own 
working lives, but it was not necessarily the case that their employers had 
directly caused such decisions, other than perhaps by expecting an intensive 
pace of work. 
6.5.8 Differences between participants 
a) Age of participant 
Of the 13 participants, only three were themselves aged over 50 - Nick, 
Eleanor and Pam. (Age was not used as a criterion in participant selection. ) 
In general their views did not differ systematically from those of the younger 
employment decision-makers: the only area of difference was that they 
seemed to have more understanding of the point of view of the older workers 
themselves. Nick, for example, was aware that as an advertising executive in 
his fifties, he would need to work long hours and "deliver" the work to his 
organisation: 
.. you have to deliver, which means you have to work very hard, I mean I'm working 
longer hours now than I've ever worked before.... you have to work very very hard to 
stay on top.... we don't have a lot of old people in the agency, and by old, I mean 
let's say anything over 50. (Nick, chief executive, advertising agency) 
Eleanor particularly commented on the value of a more mature employee: 
... whether I'm just championing this because I'm older myself, but certainly the value 
of having somebody who er has been round the block once, has probably been 
there, seen that, working for different reasons to people who are just starting off their 
career. (Eleanor, HR director, market research) 
As well as being over 50 herself, Pam, the careers and recruitment 
consultant, particularly tried to help older people through crises in their 
careers such as redundancy, and could therefore see the situation from their 
point of view: 
... there are a lot of people who get made redundant from their jobs, and... 45 
upwards, and particularly the 50 plus age group, where people panic, and think that 
they are not going to get another job, and then maybe have a lump sum of money, 
and they set up a business --- which will bring them in something, but they are 
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working from home, and I find that quite a lot of these people are finding it difficult to 
work from home.... (Pam, careers/recruitment consultant) 
Thus although there was some evidence that these older participants could 
see the situation from the perspective of the older worker, when discussing 
the pressures on organisations and the kinds of decisions which had to be 
made about employees of any age group, it could not be said that these 
individuals displayed any particular difference from the younger participants. 
b) Gender of participant 
Five participants were male, and eight female. Examination of any gender 
differences between participants is slightly confounded by the fact that 6 of 
the 8 women were HR executives, and those who were not (Pam and Anne) 
were consultants in recruitment and/or careers, so also might have particular 
exposure to the 'human resource' type of training and thinking about the age 
issue. Of the men, two were involved in human resources (David and Keith), 
and James was another recruitment consultant. It cannot be said that any 
clear gender difference emerged in terms of the findings. Anne and Rosie 
made particularly perceptive comments, at times, about the relationships 
between organisational pressures and the preferences or characteristics of 
job applicants or employees, but it is not possible to say that these were due 
to their being female, rather than having particular skills in judging such 
situations. 
6.6 DISCUSSION 
There is considerable evidence from prior research work that older workers 
are subject to stereotyped views of their skills and aptitudes in relation to 
work. (See Chapter 2 for a review of this literature. ) 
Considering that nearly eight years have elapsed since the DfEE surveys 
(Jones, 2000), and nearly three from the CIPD/CIM study (2005) it is certainly 
striking that such perceptions continue to be expressed, given that the topic 
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of age discrimination at work has been more widely discussed and has been 
the subject of legislation. Some respondents in the present study reported 
perceptions of older workers as likely to be less energetic, less enthusiastic, 
less creative, less ambitious, than younger workers; and to be less flexible, 
and even to resist change, in particular the introduction of new technology 
and other new processes. These views also echoed those of the participants 
in Study 1, though expressed from a different point of view. 
To these perceptions can be added the finding from the present study that 
the prospect of retirement can cast a long shadow, over the careers of 
anyone over about 50. It appears to be presumed by managers that older 
employees will inevitably be 'looking forward to' retirement, even 'winding 
down' in terms of commitment to work, in anticipation of retirement. This 
makes them less attractive for receiving further training, even though their 
performance of their jobs may be hampered by the lack of such training e. g. 
in new applications of information technology. Some managers appear to 
view the investment in training for anyone believed to be 'approaching 
retirement' as unlikely to yield the desired return. Retirement therefore seems 
rather like a wall of cloud, or fog, into which the careers of older people are 
almost inevitably heading, in that it is not obviously exactly where it begins, or 
whether it will be a gradual or sudden change. 
Older workers are also presumed to have more in the way of conflicting 
commitments and desire for work-life balance - which may (in the perception 
of some of these managers interviewed for this study) mean they are less 
likely to be willing to put work first in their lives, and display 'total 
commitment' or '120% effort' such as modern workplaces appear frequently 
to demand. Thus, long-established perceptions of older workers persist in 
the workplace today, and the present study has added other dimensions to 
those perceptions, particularly in relation to the pace of change found in 
working environments today. Experience, stability and loyalty were, in the 
surveys conducted by researchers in the past, assumed to be strengths 
offered by older workers; but some participants in this study were sceptical 
Chapter 6 298 
that these aspects did actually offer benefit to employers, feeling that a 
person with experience of several working environments, who may have 
moved jobs frequently, may display more adaptability and flexibility than a 
person who has been with the same employer for many years. Thus, there 
seems in some quarters to be a change in the characteristics viewed as 
desirable in the workplaces of today. 
This concept is underlined by the comments made by participants in this 
study, about the nature of work in the mid 2000s, and the high pressure and 
intense scrutiny to which organisations are subject. Targets, the demands of 
shareholders, reduction of 'waste', government regulation, the need to cut 
costs and obtain the maximum return on investment, mean that managers 
are under constant pressure to deliver and to make the most of the resources 
they have available. Employers may talk of 'work-life balance' and may 
indeed have policies to promote this, but in practice, the pressure exerted by 
forces such as those mentioned, may make it less attractive for employers to 
take on workers who may be perceived as 'winding down to retirement' or 
who may not wish to exceed their contracted hours. Older workers, being 
perceived as relatively less likely to offer benefits to the organisation such as 
high energy, adaptability, acceptance of change, or return on investment in 
training, are therefore less attractive than younger workers. A younger 
worker may lack experience, but costs less to pay and therefore, especially if 
s/he turns out to be a high flyer, may represent a lower overall risk to the 
employer than an older one who may suffer from the limitations expected 
with older workers. 
The ideal employee, then, would have qualities such as ambition, energy, 
flexibility, and an absence of demanding commitments outside work. 
Appropriate, and recent, experience - sometimes acquired in a variety of 
working environments - seem at times to be valued more than long 
experience with one or two employers. Such individuals would have a high 
ratio of talent, and potential, compared with salary, i. e. would be expected to 
`punch above their weight'. From these interviews, it is clear that younger 
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workers, in the main, are thought by managers to match these requirements 
more closely than do older workers. These findings may be added to those 
of Study 1 (Chapter 5), relating to the perceptions by older workers 
themselves of social difficulties in the workplace, which it is apparently 
feared, might arise between older and younger colleagues or between older 
client service executives and younger clients. That issue seemed from Study 
1 also to relate to the way in which careers, in the present day, seem to be 
expected to advance rapidly up until the age of about 40, then peak or 
plateau and perhaps decline after about 50. 
Older workers are therefore negatively perceived, relative to younger ones, 
on the dimensions thought by managers to be relevant to today's workplace. 
Does this amount to stigma? Lyon and Pollard (1997, p. 246) in looking at 
labour market changes since the late 1970s stated that "... to be an older 
employee is to be inherently vulnerable. From having a degree of status 
ambiguity, advancing age now is almost universally a source of labour 
market stigma". Given that stigma involves negative social labelling, this was 
definitely seen in operation in this study. For example, some participants 
admitted that they would take age into consideration in recruitment and might 
systematically sift job applications on the basis of age, amongst other criteria, 
in order to shortlist candidates for interview. Some had experienced 
situations in which older employees had been targeted for redundancy, or 
had evaluated older employees negatively in terms of willingness to accept 
change. 
On the other hand, other participants explained that their organisations had 
strict policies intended to remove any kind of discrimination from the selection 
process, or at least from its early stages, such as screening of applications. 
However, previous research (Jones, 2000) has shown that there can be a 
mismatch between organisations' policies (as expressed by personnel 
managers), about discrimination in recruitment, and the actual experience of 
workers in those organisations, regarding such discrimination. A high-profile 
case was the BBC, which, in spite of being a publicly funded institution and 
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having impressive equal opportunities policies in the areas of gender, race 
and disability, did not match these in terms of age diversity, with older 
workers being 'systematically targeted' for early exit during a period of 
'downsizing' (Platman & Tinker, 1998). Indeed an item in 
PersonnelToday. com, 3rd March 2008, reported that the BBC was still failing 
in its attempts to promote diversity in general (Vorster, 2008). 
Perceptions of older workers such as found in the present research might 
perhaps not be stigmatising, if they were based on rational evaluations of the 
relative merits of older and younger workers, i. e. if it could be shown that 
older workers were actually less creative, energetic (and so forth) compared 
to younger ones, and given equal treatment in terms of training and 
opportunity. There appears to be no research to evaluate whether these 
supposedly ideal qualities actually are the best qualities to look for when 
seeking productive workers. Evidence reviewed in Chapter 2 indicates that 
although there may be certain age-related declines in aspects of brain 
function, these are not necessarily reflected in lower performance of cognitive 
tasks, as it appears that older people bring certain compensatory 
mechanisms into play to keep their performance up. There was also 
evidence that older workers performed at least as well as younger ones on a 
variety of work-related measures (Giniger et al., 1983; Waldman & Avolio, 
1986; Warr & Fay, 2001; Yearta & Warr, 1995). Further, as has been 
identified in this study and in Study 1, there is an element of 'self-fulfilling 
prophecy' in a situation where, denied promotion and training because they 
are supposedly 'winding down to retirement', workers over 50 may indeed 
choose to switch their energies to non-work activities, or to detach, 
psychologically, from their work as their main source of interest and self- 
esteem. 
The present qualitative research study therefore confirms previous 
(quantitative) research regarding the evaluation of older people in the 
workplace according to 'ageist' stereotypes. It also strongly suggests that 
such perceptions are stigmatising, and that to be perceived as 'older' is a 
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negative label for a working person. Given the intense pressure on 
managers in today's workplaces, this labelling can lead to discrimination 
against older workers in terms of recruitment, promotion and training 
opportunities. 
Looking at how such stigmatisation may come about, comments by 
participants about individual cases of older people in the participants' 
workplaces did provide some evidence that perceptions of specific older 
individuals as 'winding down to retirement', 'being resistant to change' or not 
fitting the desired image of the company, were being generalised to the 
broader category of older workers (the exact cutoff age varying according to 
the working environment and the industry). This would be consonant with the 
'kernel of truth' concept (Zebrowitz, 1996) together with 'perceptual 
accentuation' of supposed differences between younger workers and older 
workers. However, once again, the 'self-fulfilling prophecy' element of such 
criticisms of older workers appears not to have been fully considered, in that 
as mentioned above, psychological detachment from the workplace could be 
considered a reasonable response to seeing no further prospects in one's 
career. 
The above discussion addresses the issues of whether older workers are 
stigmatised (there is indeed evidence of this) and how they are stigmatised; 
but we still need to look at the question of why. At this point it is relevant to 
examine the unifying theory of stigma aetiology, put forward by Stangor and 
Crandall (2000) to see if the present study provides any support for this 
theory. Stangor and Crandall proposed that an initial perception of threat in a 
particular situation might be the starting point for the stigmatising of a 
particular group. So it is appropriate first to ask, is there a perception of 
threat, emanating from the employment of older workers? Second, we may 
ask: from what does the threat derive? 
A key theme emerging from this study was the pressure on managers in the 
workplace of today faced, as they often are, with demanding targets, tight 
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budgets, and pressure to reduce waste and maximise return on investment. 
Anything which may reduce the chance of succeeding in managing this 
complex set of demands, could be seen as a threat. It would be natural to 
wish to reduce this threat. Thus, a decision not to consider an older 
candidate for a job, or, when downsizing, to select an older employee as the 
one to be made redundant, might be based on a combination of factors 
related to the reduction of any such threat, including the desire to: 
" maximise the productivity of one's team, by selecting those who are 
believed to be the most energetic, ambitious, or creative, i. e. the younger 
workers. 
" stay within budgets by employing those who cost less in salary terms - 
again, largely the younger workers. 
" take advantage of the ambitions of younger workers, who may be 
prepared to work longer hours for lower pay than their older counterparts, 
as part of a strategy to gain experience and increase their future 
employability. 
" employ workers who are prepared to work for more than their contracted 
hours, and whose personal commitments do not hinder this too much. 
" have a flexible, adaptable workforce who will not be hidebound by the 
practices of the past. 
" form a team of people who work well together and whose relationships 
are not complicated by social distance such as might arise from age 
differences, for example if a younger person was asked to manage 
someone older than him/herself. 
" (in some working environments, such as advertising agencies, where 
'image' may be an important aspect of client service) employ people who 
fit the desired image of the organisation. 
Faced with the pressure of fulfilling needs such as these, it is perhaps 
understandable that managers will act to reduce the risk, as they see it, by 
choosing employees whom they believe to be the most likely to help achieve 
goals. The perceptions of older people, often derived from negative 
stereotypes, militate against the choice of an older person over a younger 
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person, for many jobs, but perhaps especially for those requiring qualities 
such as energy, creativity, flexibility, or up to date skills, as opposed to those 
requiring reliability and conscientiousness. As these participants have said, 
an older person can cost more in salary and may represent more of a risk - 
or threat - in terms of meeting targets given that as a category they are 
perceived as less energetic, less adaptable, less flexible, or less worthwhile 
to train. To this we may add the perception, for anyone over 50, that. they 
may begin to look forward to retirement and start to 'wind down' and reduce 
their commitment to work, which may add another concern for their 
management. 
Research by O'Brien, Haslam, et at (2005) suggests that threat to in-group- 
defining goals at work may be a cause of stress. In the workplace, if we view 
a working team or even a whole organisation as an in-group, it can be 
imagined that a person who is perceived as less likely to contribute to the 
achievement of its targets, may be a source of stress to other group 
members. If older people are seen as less productive because of the 
application of ageist stereotypes, it is reasonable to expect that in some 
working groups their presence may be interpreted as causing stress - 
actually or potentially - for other group/team members. If this occurred it 
would be a form of threat which group managers might want to avoid or 
minimise. 
Hence we can see how older people in the workplace may pose a threat for 
their managers and indeed their organisations, even though the supposed 
threat may be based only on stereotyped views and generalised perceptions 
of the category of older workers, rather than on experience of any individual. 
Another source of threat for managers was the idea that it could be difficult to 
manage a person older than themselves. This study indicated that people 
who had had that experience, did sometimes find it uncomfortable, and built 
on the findings of Study 1 that relationships between older and younger 
people at work were sometimes seen as something problematic, to be 
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'negotiated'. This tallies with a finding by Taylor and Walker (1994, as cited 
in Taylor, 2001) that a considerable proportion of managers hold the belief 
that older workers 'dislike taking orders from younger workers' - whether that 
belief is accurate or not. This may also be associated with the awkwardness 
of managing a team containing staff whom you have not personally selected, 
including some who may be older than yourself; this was an experience 
which some of the present respondents had had. 
However, there was no evidence of any threat related to any dislike of 
`having older people around' in that their presence might be an unwelcome 
reminder of ageing and mortality (Collette-Pratt, 1976; Solomon et al., 1991). 
This might be a source of threat when dealing with very elderly people, but 
there was no evidence from this study that, within the age ranges found in a 
normal workplace, any such sense of threat existed. 
There remains the possibility, however, that in today's working environments, 
older people (e. g. over 50) genuinely are less capable of delivering the kind 
of work required to meet demanding targets, however unlikely that may 
seem. If this were the case, it might appear reasonable for managers to 
discriminate; that is, such discrimination would not be based on stigma but 
could be a rational decision in employee selection (just as a basketball team 
tends to exclude people of short stature). 
6.7 CONCLUSIONS AND FURTHER QUESTIONS 
This study has found further evidence, this time from the point of view of 
employment 'gatekeepers', for the stigmatising of older people in the 
workplaces of today in Britain. It was apparent that some of the managers 
interviewed in this study who were all, at various levels, responsible for staff 
selection, promotion and training - would prefer to employ younger people, 
or would at least understand (in the cases of some human resource 
executives and recruitment consultants) how their colleagues (or clients) 
might prefer to do so. There was also evidence that this preference could be 
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related to the stresses and pressures of work in present day Britain. With a 
desire to minimise threat from the risk of underperformance by their teams or 
organisations, against whatever targets or constraints they face, managers 
seem to prefer younger people, who, according to established stereotypes, 
are seen as more certain to deliver energy, creativity, commitment and 
ambition, and as more likely to be flexible, and adaptable to the rapid rate of 
change occurring in the workplace of the early 21st century. Stereotyped 
views of older workers militate against their being chosen for positions 
subject to such pressures, in that they are apparently seen as posing more of 
a risk, than younger candidates, in terms of the balance between their cost 
and their potential value. The added dimension of retirement, apparently 
seen as impending for anyone over about 50, is perceived as an inevitable 
ending to their careers, even though retirement might actually be 10 or 15 
years away (and indeed, an older person's decision about retirement could 
well depend on the perceived opportunities for further job satisfaction or 
career advancement). The views of these employment gatekeepers, about 
older workers, also build on the findings of Study 1 that organisations were 
sometimes perceived as demanding a constant supply of fresh talent and 
"fresh blood" to 'feed' their production: a demand which seems to fit better 
with the notion of hiring younger people, believed to be full of ambition, 
innovation and energy. 
These qualitative studies naturally raise even more questions than they have 
answered, not least the perceptions of the younger employees, or job 
candidates, themselves, about age in the workplace, and their relationships 
with older colleagues, whether equal, senior or junior in status to themselves. 
However, in terms of the present research programme, certain areas 
appeared particularly worthwhile to follow up. First, the finding that a 
reluctance to hire older workers might be related to doubts about whether 
they could cope with pressured jobs and demanding targets: would they be 
less attractive as candidates in a higher pressure work environment, as 
compared with a lower stress workplace? Second, the finding that it may be 
assumed that older workers are 'looking forward to retirement' or may have 
Chapter 6 306 
hobbies or other commitments which hinder their dedication to work: would a 
candidate perceived as having such commitments, be less attractive than 
one without them? Third, a finding which emerged more from Study I than 
from the present study, was the perception that older people would be out of 
date on the latest technologies or regulations, and that younger people, with 
recent qualifications, would be better equipped to contribute: hence, would 
an employment decision maker show any preference for a more recently 
trained candidate, than for one whose qualifications were obtained in the 
more distant past? Fourth, if reluctance to hire (or retain) older workers was 
related to the perceived stressfulness of a workplace, would decision-makers 
who 'suffered from' stress (that is, were more likely to experience feelings of 
stress) when faced with (for example) demanding targets, be even less likely 
to choose an older person, than decision-makers who viewed such targets 
with more equanimity? 
These questions were therefore pursued in the next two studies. 
6.8 LIMITATIONS OF THIS STUDY 
The main limitation of this study was actually part of the design, in that the 
participants were all drawn from non-manual fields of work, and in fact 
virtually all came from service industries, such as market research, 
advertising, management consultancy, accountancy, and marketing services. 
These are all within the types of occupation sometimes known as 'knowledge 
work', where people are employed for their intellectual capacities, 
qualifications and knowledge rather than for their physical strength. This was 
deliberate, as was explained in the Method section of this chapter: but it 
must be acknowledged as a limitation. 
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CHAPTER 7 
THE DEVELOPMENT OF SCALES TO MEASURE AGEISM IN THE 
WORKPLACE 
7.1. BACKGROUND 
The need for a scale to measure Ageism in the workplace emerged during 
the course of planning Study 4. For the final study of the research 
programme, it was planned to carry out an experiment related to the 
decision-making process which managers go through when making decisions 
about staff appointments. The dependent variable for the final study was to 
be the choices made by managers in a simulated decision-making situation 
related to short-listing candidates for jobs. Relationships would be examined, 
between this dependent variable and measures of ageist attitudes. 
However, when searching for an established scale of ageist attitudes, it was 
found that in spite of being a subject of current debate, there are few scales 
designed to measure ageism, especially in the context of the workplace, in 
contrast to the variety of scales which have been developed to measure 
other prejudiced attitudes such as sexism and racism. 
7.2. EXISTING MEASURES OF AGEISM 
Various measures exist of attitudes towards older people (see Rupp, 
Vodanovich & Cred6,2005). These include: the 'Old People Questionnaire' 
of Tuckman and Lorge (1953); Kogan's (1961) Attitudes toward Old People 
Scale; the 'Facts on Aging Quiz' (Palmore, 1977) and the 'Aging Semantic 
Differential' of Rosencranz and McNevin, (1969). Rupp et al. (2005) 
conducted a study which tested the various measures against each other and 
validated the most recently developed scale: the Fraboni Scale of Ageism 
(FSA) (Fraboni, Saltstone & Hughes 1990). 
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This latter scale was developed in Canada by Fraboni et al. (1990), who 
argued that other measures of ageism, developed from the 1950s to the 
1970s, dealt only with the cognitive aspects of ageism, and did not cover 
discriminatory attitudes or the (self-reported) behavioural tendency towards 
avoiding older people. Fraboni et al. (1990) found that women were less 
ageist than men, and this was confirmed, again using the FSA, by Kalavar 
(2001), and Rupp et al. (2005). Rupp at al. also found negative correlations 
between age and the various elements of the FSA, that is, that older people 
were less ageist than younger people. 
However, the items of the FSA are mostly concerned with attitudes towards 
very elderly, rather than merely 'older' people, examples being 'Most old 
people could be considered to have poor personal hygiene' and 'I personally 
would not want to spend much time with an old person'. Thus, the scale is 
not really relevant to the workplace or to the age groups which may be 
considered 'older' in relation to employment, such as 50 to 65. Rupp et al. 
suggest that there is still a need for a scale to identify ageism within the 
workplace: "one potentially fruitful area of future research would be that of 
developing an organizationally focused version of the FSA" (2005, p. 357). 
They have confirmed in private communications (2006) that they are not 
currently working on such a scale and nor are they aware of anyone else 
doing so. 
It was therefore decided to conduct an extra study to try to develop a scale of 
Workplace Ageism, or Ageism at Work (AAW). The final study (reported in 
Chapter 8) used a different kind of sample (as will be explained later) and 
provided a further opportunity to test the psychometric properties of the 
scale. Hence, this chapter reports the findings of Study 3, but also includes 
the data from Study 4 which relate to the development of the Ageism At Work 
(AAW) scale. 
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7.3. APPROACH TO DEVELOPING A SCALE 
The first task was to create a 'long list' of statements which could be included 
in a questionnaire and then factor analysed with the aim of developing a 
scale - either a single scale or a set of subscales. 
There were various sources of input to this process upon which to draw. 
7.3.1 Elements of attitudes 
Attitudes relating to prejudice and discrimination are believed to consist of 
three elements (Breckler, 1984; Eagly & Chaiken, 1998): 
- cognitive (stereotypes) 
- affective (prejudice) 
- behavioural (discrimination) 
It is likely that ageism contains similar components. Therefore in developing 
the scale it seemed necessary to include potential items covering 
expressions of ageism in these three areas. 
Details of the procedures and processes used to develop the 'long list' of 
potential scale items, are given in the Method section (7.5). 
7.3.2 Findings of earlier studies: threat 
The theoretical background to this PhD included the concept of threat from 
an out-group as one of the underlying causes of stigma (Stangor & Crandall, 
2000). Study 2, and to some extent Study 1, looked at the possible types of 
threat which might be posed by older workers. They identified the following 
potential sources of perceived threat, posed by older workers within 
workplaces: 
" threat to productivity, and hence achievement of workplace targets 
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" the perception of an 'ideal worker' as somebody younger, which 
draws on stereotypes of older and younger people, older ones 
being perceived as lacking energy and commitment, and being 
liable to health problems, whereas younger workers are perceived 
as possessing energy and ambition. 
" the perception that older workers (which seems to mean anyone 
over 50, or even over 45) are only interested in 'coasting to 
retirement' rather than maintaining work related ambitions; this 
could be interpreted as implying that their motivation, energy and 
commitment is less than ideal. 
" the (perceived) likely lack, by older workers, of skills required in the 
'fast moving' world of the present day. 
" in some organisations, a threat to the 'image' of the organisation, if 
it is one which is noted for its new ideas or creativity - qualities 
attributed mainly to younger workers. 
There were other aspects of threat which were found to some extent in 
Studies 1 and 2, and were thought desirable to represent within the 'long list' 
of possible scale items. These aspects were sources of threat which have 
been postulated in the past, such as the need for 'terror management' 
(Solomon, Greenberg & Pyszczynski 1991), thought, in the case of older 
people, to lead to avoidance of them because they constitute a reminder of 
the ageing process and hence of mortality (Martens, Goldenberg & 
Greenberg, 2005; Zebrowitz & Montepare, 2000); and the threat to corporate 
image which might arise from having people present in a workplace who did 
not have a youthful appearance. Participants in Studies 1 and 2 from the 
advertising industry mentioned such threats. 
Health threat might arise from the view - depending on the specific work 
context - that risk of some physical kind might arise from the presence of the 
member of the potentially stigmatised (out)group. Such a risk would not have 
to be tangible or even to exist at all, provided that members of the (in)group 
at some level believed there was a risk. In a primitive society this might have 
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involved the physical capacity to hunt or to defend the tribal group. In today's 
world it might involve the physical or mental capacity to do the work to the 
standards required, especially if it involved responsibility for the safety or 
wellbeing of others (such as an airline pilot, train driver, or surgeon). Further, 
the presence of commonly stigmatised conditions such as disability or old 
age may arouse `terror' that the perceiver might somehow be affected by the 
condition; it can also lead to discomfort of a social kind such as being 
uncertain how to behave or how to address the person. It has been 
suggested (Zebrowitz & Montepare, 2000) that the presence of old people 
may cause this kind of social discomfort or perceived health threat among 
younger group members, and that the stigmatising of older people may be a 
form of terror management. Collette-Pratt (1976) found that, among young 
and middle-aged adults, negative attitudes towards death significantly 
predicted the tendency to 'devalue' old age. Therefore, development of an 
ageism scale needs to encompass the possibility of this kind of 'health' 
threat. 
Economic threat in the context of ageism at work may arise from the 
perception that an older worker will not possess the energy, attitudes or skills 
required to achieve the required levels of productivity or commitment to the 
job. Such perceptions have been found in studies about older workers (e. g. 
Jones 2000; Taylor & Walker 1994) as well as being confirmed in the 
qualitative studies presented in this thesis (see Chapters 5& 6). In an 
intensely target-driven work environment this may be considered to be a 
major threat by those responsible for delivering the performance to meet the 
targets. Thus the perception (again, whether valid or not) that an older worker 
will somehow be less productive than a younger one, is likely to be a 
component of ageist perceptions and decisions and should therefore be 
covered in an Ageism at Work scale. 
7.4. LIKELY RELATIONSHIPS WITH OTHER CONSTRUCTS 
The earlier studies, and the literature, had indicated that certain attitudes and 
characteristics might be expected to correlate with ageism in the workplace. 
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For any potential new scale, we need to examine aspects of validity 
(Hammond, 2000a). We may assess the face validity of the potential scale 
by means of personal reflection and asking for the opinions of colleagues; 
we may test the reliability of an emerging scale or subscale using Cronbach's 
alpha; but it is also desirable to investigate the relationship of a new scale 
with other constructs about which there is a body of existing research and 
literature. This research does not provide the opportunity to check the scales 
for criterion validity, although Study 4 suggests it may have value as a 
predictive tool. 
The constructs considered for inclusion in this study, and those eventually 
included, will now be discussed. 
7.4.1 Stress/strain at work 
The qualitative study which formed the second study reported in this thesis 
indicated that managers in British workplaces in the mid 2000s may try to 
minimise any stress and strain to themselves engendered by the risk of 
failing to meet targets set for their teams or departments by their 
management or shareholders. This concern appears to relate to the apparent 
unwillingness of some to take on staff who may for some reason appear to 
be a riskier 'bet' in terms of productivity, commitment, and fitting in with 
organisational culture. Stephan and Stephan (1985) have pointed out that 
when members of different groups interact, anxiety may be provoked, and 
that this can derive from tension related to embarrassment or misperception; 
and Islam and Hewstone (1993) found that anxiety about intergroup contact 
between Hindus and Muslims in Bangladesh was associated with the 
tendency to perceive the out-group negatively, and as homogeneous (see 
also Brown, 1995). It was therefore wished to include in the process of 
development of the ageism at work scale, a measure of stress which may be 
checked for correlation with a developed scale of ageism at work. 
Finding a measure was not straightforward, in that some of the Occupational 
Stress measures are specifically tied to strain in the participant's current job, 
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which was not the desired construct to measure in this case. A widely used 
measure of workplace stress is the Occupational Stress Indicator (OSI-2) 
developed by Cooper & Williams (1996). This is commercially marketed by 
ASE in the UK and incurs significant costs. Further, it is a cumbersome 
measure for use academically, and with volunteer participants, in that it 
contains 90 items even in its shorter version, and takes 40 minutes or more 
to complete, even before one has included any additional measures such as 
would be needed in a scale development exercise. 
It seemed more relevant in this study to look at a person's tendency to suffer 
from workplace stress, hence a measure was sought which related not to the 
stress which might be involved within a particular job, but to the tendency, or 
susceptibility, of an individual to suffer from stress or anxiety. To this 
purpose, it appeared that the State-Trait Anxiety Inventory (STAI) developed 
by Spielberger and colleagues (e. g. Spielberger, 1995; Krohne, Schmukle, 
Spaderna & Spielberger, 2002) would be an appropriate and valuable 
measure to include. The scale consists of two parts: 'State Anxiety' which 
relates to a person's level of anxiety at the moment of completing the 
inventory; and 'Trait Anxiety' which relates to a person's tendency to 
experience anxiety in general. Caci, Bayle, Dossios, Robert and Boyer (2003, 
p. 394) have described Trait Anxiety as a "personality trait... [which] refers to 
individual differences in the likelihood that a person would experience state 
anxiety in a stressful situation". As such it was an appropriate measure to 
use in this study and in Study 4 as a personality trait to correlate with a 
measure of workplace ageism. 'State Anxiety' was not considered relevant 
to this study. The Trait Anxiety Inventory was therefore included in the 
questionnaire for Study 3, and also for Study 4. 
7.4.2 Work Locus of Control 
A further construct which seemed relevant to the relationship between 
workplace ageism, and work-related stress, was Work Locus of Control, as 
measured by the Work Locus of Control scale (WLCS), developed by 
Spector (1988) building on the Internal-External (I-E) Locus of Control 
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concept instigated by Rotter (1966). Locus of Control "reflects a person's 
belief in personal control in life (internality) rather than in control by outside 
forces or individuals (externality)" and "internal control beliefs are an 
important component of emotional adjustment and ability to handle 
stress.... at work" (Spector, Cooper, Sanchez, O'Driscoll & Sparks, 2002, 
p. 454). Spector (1988) conducted six studies in the course of developing the 
WLCS, and found significant correlations in all or most of the samples with 
other measures, notably Job Satisfaction (negative correlations ranging from 
. 42 to . 
68, i. e. the more external the Locus of Control, the lower the job 
satisfaction) and 'Role stress' (one sample only, of retail store staff and 
managers, . 
32 correlation found). A wide range of studies conducted on an 
international basis (including the UK) by Spector, Cooper et al. (2002) have 
shown significant correlations between WLCS and well-being at work (job 
satisfaction, physical well-being, mental well-being) in several countries; and 
WLCS was also found in these studies to relate to elements of the 
Occupational Stress Indicator-2 (OSI-2) (Cooper & Williams, 1996). It 
therefore seemed an appropriate scale to include, in addition to Trait Anxiety, 
as a measure of an individual's perception of aspects of his/her job which are 
related to stress and job satisfaction, and which may therefore relate to 
prejudice in the workplace, in that people who feel less 'in control' of work- 
related outcomes may be more inclined to feel prejudiced towards anyone 
they see as potentially threatening to those outcomes. The WLCS scale used 
was the 16-item version developed by Spector (1988) which in his research 
obtained good Cronbach's alpha scores ranging from . 
75 to . 
85. The item 
wordings appeared suitable for a sample including a wide range of types of 
participant (i. e. students and employed people). This scale was therefore 
included in Study 3, and because of its relationship to the workplace, it was 
also included in Study 4. 
7.4.3 Social Dominance Orientation 
The concept of Social Dominance Orientation, which was developed by 
Pratto, Sidanius, Stallworth and Malle (1994), appeared to be a prime 
candidate for inclusion in this study as a construct against which to compare 
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a potential 'ageism at work' scale. Pratto et al. (1994) have shown that 
Social Dominance Orientation is related to the tendency to want to preserve 
traditional social hierarchies, and also correlated highly with sexism and 
racism. 
A desire to reduce ageism fits with a general social justice orientation, and 
contrasts with a social dominance orientation -a personality variable which 
concerns the extent to which a person considers that it is legitimate that an 
in-group dominates and is superior to out-groups. It represents the degree to 
which a person may prefer intergroup relations to be equal, rather than 
hierarchical where some groups occupy positions (social or economic) that 
are superior to or more privileged than other groups. 
It was decided to use the 16-item version of the scale; this has been stated 
by Pratto (personal communication 1997, cited in Robinson, Shaver and 
Wrightsman 1999) to be the `preferred' version of the scale. 
7.4.4 Sexism 
It was thought highly relevant to include a scale measuring sexism, for the 
following reasons. First, there is reason to expect that people opposed to 
some degree to equal opportunities legislation regarding gender, might also 
be opposed to other equal opportunities legislation such as concerning race 
or age. Second, there is evidence that older women at work suffer a kind of 
double jeopardy in that discrimination is even more widespread for them than 
for older men (e. g. Duncan & Loretto, 2004; Loretto, Vickerstaff & White 
2005; Perrons & Sigle-Rushton, 2006). This was also the opinion of some of 
the managers participating in Study 2 of this research programme. 
There were various options for scales of sexism: 
- the Ambivalent Sexism Inventory developed by Glick and Fiske 
(1996) 
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the Modern Sexism scale devised by Swim, Aikin, Hall and Hunter 
(1995) 
the Neosexism scale devised by Tougas, Brown, Beaton and Joly 
(1995). 
Each of these will be discussed briefly to clarify the decision made about 
which to use. The Ambivalent Sexism Inventory (sometimes referred to as 
'benevolent' sexism) aimed to bring measurement of sexism up to date by 
recognising that "subjectively positive feelings toward women ... often go 
hand in hand with sexist antipathy" (Glick & Fiske, 1996, p. 491). So-called 
'benevolent' sexist stereotyping may well not be experienced as benevolent 
by the recipient; it may be experienced as for example paternalistic, over- 
protective, and counter-productive for true gender equality. Along with the 
other researchers who have developed more modern measures of sexism, 
Glick and Fiske were also conscious of the need to recognise that - at that 
time - people were becoming more reticent about expressing prejudiced 
attitudes even though held. The Ambivalent Sexism scale contains items 
covering hostile sexism, and benevolent sexism, with the latter category 
subdivided into: protective paternalism, complementary gender 
differentiation, and heterosexual intimacy. Across six studies, it obtained 
alpha scores of between . 83 and . 92. The whole scale correlated well with 
other measures of sexism but when the Benevolent Sexism sub-scale alone 
was used, the correlations disappeared, "indicating that benevolent sexism is 
not directly tapped by the other sexism scales. " (Glick & Fiske, 1996, p. 503). 
The whole Ambivalent Sexism scale contains 22 items, which makes it quite 
a lengthy scale to include within a questionnaire aiming at reasonable brevity. 
The option would exist of using the Benevolent Sexism scale alone (11 
items), which on its own obtained alphas of . 73-. 85 within Glick and Fiske's 
six studies, but consideration of the actual scale items led to the judgment, 
for the present study, that they are not particularly relevant to the workplace 
or to issues arising between different groups of working people (examples 
Chapter 7 318 
being "A good woman should be set on a pedestal by her man" and "Women 
are too easily offended". 
The Modern Sexism scale developed by Swim et al. (1995) contains items 
devised to parallel the Modern Racism scale developed by Sears (1989). 
Swim and colleagues expressed the view that it was becoming increasingly 
difficult in the mid-nineties to measure prejudicial beliefs, because of "the 
presence of strong normative pressures not to endorse blatantly prejudicial 
remarks" (Swim et al., 1995, p. 199). The Modern Sexism scale contains eight 
items and had an alpha score of . 84 and . 83 in the two studies reported by 
Swim et al. in this article. The length of this scale did not prohibit its inclusion 
in the questionnaire for this study. However, several items would have 
needed to be adapted for use in Britain rather than the US; and other items 
contain wording which seems rather awkward and convoluted (Example: "It 
is easy to understand why women's groups are still concerned about societal 
limitations of women's opportunities'). 
Turning to the Neosexism scale (Tougas, Brown, Beaton & Joly, 1995) they 
also expressed the view that "Openly admitting that one believes women are 
inferior to men is not something one can easily do in the 1990s" (p. 842). 
They therefore wished to develop a scale of 'neosexism', on the basis that 
new ways of expressing prejudice might have emerged, in a way similar to 
the forms of racism thought to have replaced earlier and more blatant ways 
of expressing racism; 'new racism' scales were developed by Sears (1988 - 
'symbolic racism') and McConahay (1986 - 'modern racism'). Tougas et al. 
(1995) followed the examples of Sears and McConahay in trying to relate the 
scales developed, to various measures of discriminatory or prejudiced 
behaviour and specific beliefs: they defined neosexism as a "manifestation 
of a conflict between egalitarian values and residual negative feelings 
towards women. " (1995, p. 843) They found a relationship among men 
between neosexism and resistance to affirmative action programmes 
designed to improve the prospects of women and minorities, and in particular 
they found that neosexist beliefs were important in what they describe as the 
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"real world" of workers and managers (p. 847). Since the aim of the present 
study was to develop an Ageism scale for use in an organisational context, it 
seemed appropriate to use a Sexism scale developed in a comparable 
environment. Tougas et al. (1995) reported alpha scores of . 78 and . 76 for 
their Neosexism scale. 
Further, Campbell, Schellenberg and Senn (1997) compared the Neosexism 
scale with the Modern Sexism scale (Swim et al. 1995) and found the 
Neosexism scale to have better internal reliability (alpha = . 81, compared to 
. 65 for Modern Sexism in Campbell et a/. 's study), and to be superior at 
predicting values - such as the Protestant Ethic and the Humanitarian- 
Egalitarian scale (both Katz & Hass, 1988) - which were thought to be 
relevant to modern prejudices. They further commented that "Neosexism 
directly assesses issues related to women's participation in the labor force in 
addition to measuring denial of continued discrimination" (1997, p. 98). It was 
therefore considered that for these reasons the Neosexism scale was the 
most relevant scale for use in the present research exercise. 
7.4.5 Summary of constructs to be included 
To sum up, then, the scales included in Study 3 were: 
" the Fraboni Scale of Ageism (FSA) 
" Neosexism (NEOS) 
" Social Dominance Orientation (SDO) 
" the Trait Anxiety Inventory (TAI) 
" Work Locus of Control Scale (WLCS) 
Of these, Trait Anxiety and Work Locus of Control were also included in 
Study 4, because of their particular relevance to the workplace. (Due to 
questionnaire length limitations, it was not possible to include all the above 
scales. ) 
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7.4.6 Constructs not included 
It is perhaps worth briefly mentioning other constructs which were considered 
for inclusion in this study, but were eventually ruled out. 
a) (In)tolerance of ambiguity 
The concept of tolerance, or intolerance, of ambiguity, dates back to Frenkel- 
Brunswick in 1948. It has been variously postulated to be a personality 
variable, as well as a characteristic of organisations and cultures (Budner, 
1962; Furnham & Gunter 1993; Hofstede 1981). 'Ambiguity intolerance' was 
taken to refer to an inclination of individuals to seek rigid social dichotomies, 
for example through ethnic prejudice or the practice of ethnic discrimination. 
It was also investigated as a cognitive variable, in the context of `premature 
reduction of ambiguous cognitive patterns to certainty" (Frenkel-Brunswick, 
1948, p. 140). 
The possible relevance of ambiguity intolerance to the present subject - 
ageism in the workplace - lies in the use of stereotypes as a basis for judging 
others in terms of their suitability or otherwise for employment, promotion, 
and training. In other words, people who have a low tolerance for ambiguity 
may have some difficulty in accepting that members of a particular social or 
ethnic out-group may differ from each other just as much as in-group 
members might. The tendency to 'homogenise' an out-group is a well 
established manifestation of social identity theory (as discussed e. g. by 
Brown, 1995). It seems plausible therefore to hypothesize that individuals 
who score highly on workplace ageism might also manifest low tolerance of 
ambiguity. 
Furnham (1994) conducted a useful review of four different questionnaires for 
measurement of tolerance of ambiguity. On the basis of Furnham's findings, 
it appeared that the Rydell-Rosen scale (Rydell & Rosen 1966) as modified 
by MacDonald (1970) would have been the most suitable scale to use in the 
present study. It reached an alpha score of . 78, which while 
lower than 
another scale devised by Norton (1975) has the merit of consisting of only 20 
items as opposed to Norton's 69 items. However, Furnham (1994) conducted 
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a factor analysis of the Rydell-Rosen-MacDonald scale and found that even 
with only 20 items, it could be analysed into 6 factors, which he classified as: 
problem solving; anxiety; completing; adventurousness; uncertainty seeking; 
and problem fragmentation. Furnham commented that the various scales 
purporting to measure Ambiguity Intolerance were "open to fairly serious 
psychometric criticism" (Furnham, 1994, p. 409). Therefore, it was decided 
not to include a scale for Ambiguity Intolerance in the present study. 
b) Liberalism/Conservatism 
It seems highly likely that the constructs of Liberalism and Conservatism 
could be related to Ageism, and other prejudices: indeed, Crandall & Biernat 
(1990) found that anti-fat attitudes were related to right-wing authoritarianism. 
However, it was decided not to include a Liberalism/Conservatism scale, 
for three reasons: first, as pointed out by Robinson et al. (1999) it is not 
necessarily agreed, or clear, that liberalism/conservatism is one dimension; 
indeed several researchers (e. g. Rokeach, 1973; Thomas, 1976,1978; 
Tomkins, 1965; all cited in Knight, 1999) argue that they are two orthogonal 
dimensions. Therefore, the very measurement of liberalism and 
conservatism seems to be potentially problematic. Second, after 
consideration it appeared more appropriate to measure a more general 
construct of social dominance (already discussed above), an orientation 
which has generally been found to correlate with preference for the status 
quo and resistance to (for example) legislation promoting equal opportunities 
(Pratto et aL, 1994). Third, within the framework of a questionnaire intended 
for the United Kingdom, it was thought undesirable to introduce the political 
dimension so overtly, given that the words 'liberal' and 'conservative' are the 
names of actual political parties. 
C) Values 
Shalom Schwartz in 1992 published international research testing measures 
developed for the recording of people's value systems. Among the questions 
posed by Schwartz and colleagues was: "How do the value priorities held by 
individuals affect their behavioral orientations and choices? " (Schwartz, 1992, 
Chapter 7 322 
p. 1). The values measurement instrument developed by Schwartz is 
potentially very useful in terms of comparison with workplace ageism, in that 
we might expect individuals whose value priorities include aspects such as 
universalism or benevolence, to be more concerned about fairness in 
employment and workplace diversity, than those whose value priorities 
concerned aspects such as power, conformity or achievement. 
Schwartz (1992) discussed the types of values on which cultures can be 
compared in relation to their implications for the `meaning of work' in different 
societies. He identified seven groups of value types: Intellectual Autonomy, 
Affective Autonomy, Harmony, Egalitarianism, Conservatism, Hierarchy, and 
Mastery. These were postulated to form three bipolar dimensions: 
Autonomy vs Conservatism 
Hierarchy vs Egalitarianism 
Mastery vs Harmony. 
However, when applying the theory at an individual rather than a cultural 
level, it appears that basic individual values need to be classified into ten 
types (Ros, Schwartz & Surkiss 1999; Schwartz, 1992). 
On the face of it, this theory appears to have considerable relevance to the 
study of prejudice of various types in the context of work. For example, 
people who value Egalitarianism might be hypothesized to be more likely to 
embrace the spirit and practice of diversity within an organisation. Those who 
value Hierarchy or Conservatism might feel that maintenance of the status 
quo was preferable to rapid change even if that meant certain social groups 
were disadvantaged in the workplace. The relationship of Values to work has 
been further explored by Ros et al. (1999), using an abbreviated version of 
the Schwartz Value Survey. 
In the end, while it seemed highly likely that these values dimensions would 
be related to workplace ageism, given the length of the list of values items 
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which even in the abbreviated form used by Ros et al. (1999) contained 37 
items, it was deemed impractical to include in the present study, but 
something very worthwhile to consider for future studies if possible. 
7.5. HYPOTHESES 
These were as follows: 
1. Ageism at work would correlate positively with the Fraboni Scale of 
Ageism (FSA), possibly being an aspect of the same construct, but not 
at such a high level as to be identical with what is measured by the 
FSA. 
2. Ageism at Work would correlate positively with the tendency to 
experience strain, or anxiety. Thus, a positive correlation would be 
expected with the Trait Anxiety Scale. 
3. Ageism at Work would correlate positively with a high external Work 
Locus of Control. That is, the less 'in control' a person felt at work, the 
more likely they would be to exhibit Ageism at Work. 
4. Ageism at work would be positively correlated with Social Dominance 
Orientation. 
5. Ageism at work would also be positively correlated with Sexism as 
measured by the Neosexism Scale. 
6. We would expect that, as found by Fraboni et al. (1990) and Rupp et 
al. (2005)): 
a. There would be a negative correlation with age, i. e. the older the 
participant, the less likely s/he would be to exhibit Ageism at Work. 
b. Females would exhibit less ageism than males. 
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7.6 METHOD 
7.6.1 Developing Scale Items 
The process of developing potential scale items consisted of the following: 
" developing items analogous to those of the Fraboni Scale of 
Ageism, where relevant to the workplace 
" developing items on the basis of Studies 1 and 2, covering issues 
raised in those studies, and drawing on the language used by 
participants in those interviews 
" devising items which represented the putative areas of threat (see 
above), which are discussed in the literature 
" ensuring that the range of possible items covered the cognitive, 
affective and behavioural elements of attitudes (Breckler, 1984; 
Eagly & Chaiken, 1998). 
The 'long list' of statements which were candidates for inclusion in a potential 
scale for measurement of Ageism at Work, was compiled in various ways. 
First, the Fraboni Scale of Ageism (FSA) was examined, and statements 
analogous to those contained in it, were developed. The three elements of 
the FSA, Antilocution, Avoidance and Discrimination, were 'matched' by 
analogous statements. In compiling these, wherever possible, wordings 
were taken from phraseology heard from participants in the two earlier 
qualitative studies of this research programme (see Chapters 5 and 6). For 
example, the FSA contains the statement "Old people can be very creative", 
and for the present study, the statement "Older people can be just as creative 
and original as younger ones" was considered to represent this potential 
thought. Another example is the FSA statement "I personally would not want 
to spend much time with an old person", representing avoidance of the 
company of old people; for the potential AAW scale the statement "When 
socialising with work colleagues, I prefer to stick to my own age group" was 
felt to represent this thought. 
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Second, efforts were made to include statements covering the various issues 
which emerged from the earlier studies, particularly Study 2, where 
participants were employment gatekeepers. These issues included various 
threats which older workers might be thought to pose - such as to 
achievement of productivity or financial targets. Examples of such issues 
are: 
" the opinion that older workers are more interested in 'winding down 
to retirement' than in their careers (Sample statement: "People 
over 50 aren't interested in their work, they only want to retire') 
" the view that older people are less able to adapt to new working 
methods. (Sample statement: "Older people can't cope with the 
way things are done at work nowadays. ") 
" the belief that older employees are poorer value for money as they 
are paid more for the same work, yet devote less energy to the job, 
compared with younger workers - therefore pose more risk as 
employees. (Sample statement: "Older people are poor value, as 
they want to be paid more money for the same work. ") 
Third, statements were included to cover issues which arise from the 
literature, particularly concerning aspects of threat which may be relevant to 
the employment of older people. 'Terror management' is one such issue 
(e. g. Martens et al, 2005) the concept being that people may wish to avoid 
contact with others who remind them of threats to their own health or well- 
being. In the context of older people, the threat to be 'managed' would be the 
(unavoidable) consequences of ageing. An example of a 'terror 
management' statement included in our long list is: "Being around older 
colleagues makes me worry about ageing myself. " 
The scale itself that was used was a five point Likert scale using the points: 
strongly agree, agree, neither agree nor disagree, disagree, strongly 
disagree. The issue of how many response options to offer, and whether to 
offer a neutral midpoint, is one which was carefully considered in the 
questionnaire design, because the response categories in the comparative 
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scales included, varied considerably. The question of whether or not to use a 
midpoint has been reviewed by Krosnick et al. (2002). Although Krosnick et 
al. concluded that omitting a 'no opinion' option does not compromise the 
quality of attitude reports, it was decided to include a midpoint here because 
some of the potential scale items seemed to be matters about which 
participants might genuinely be undecided even after consideration, and 
therefore not to allow them to say so seemed to be forcing them to make an 
artificial and unnecessary choice. The midpoint wording was 'neither agree 
nor disagree', rather than 'don't know' or 'no opinion': perhaps a subtle 
distinction but the chosen wording allows for the thoughtful but undecided 
person to react honestly. 
7.6.2 Sorting Exercise. 
In order to ensure that the list of items did cover the areas it was intended to 
cover, the items were put into a sorting exercise using the method Multi- 
dimensional Scalogram Analysis (MSA) (Wilson & Hammond, 2000), in 
particular the version known as Broadmoor Sorting Program (BSP - 
Hammond & Brown, 2005). This exercise also served to help establish that 
the potential items had `face validity' in terms of being interpreted as relevant 
to the various specific areas of possible workplace ageism. 
In this exercise, 22 participants, mainly postgraduate psychology students 
from the University of Surrey, were asked to sort the initial list of 52 items into 
a series of topic areas, arising from the earlier work and from the literature as 
discussed earlier (organisational change; personal characteristics; social 
interaction at work; productivity; competence/skills; cost/ value for money of 
an employee; health of an employee or of the workforce; organisational 
culture) or to say if they thought an item did not fit into any group. This 
procedure succeeded in producing a 'map' of the items; the BSP will not run, 
if there is not sufficient 'fit', as determined by having a coefficient of contiguity 
of at least 0.9. Hence, the coefficient of contiguity for this exercise exceeded 
0.9, which is acceptable. The results indicated that there was an over- 
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representation of items on topics such as competence, the social aspects of 
work, and the relative 'disposability' of older and younger workers; and an 
under-representation on other topics such as health aspects, and the value 
(or otherwise) of experience. The output from this exercise is shown in 
Appendix 3 item 3. 
7.6.3 Developing the final list 
Following this exercise, a final list of items was developed, with further items 
being created to fill the apparent gaps, and the over-represented areas being 
'pruned' using personal judgment. The result was a list of 65 statements 
constituting the potential scale items for an Ageism At Work scale. The full 
list of items included is given in Table 7.1. 
TABLE 7.1 
Potential Scale Items Included in Questionnaire 
1. It's not worth promoting people over 50 as they only want to retire 
2. Older people can't cope with modern working methods 
3. Long experience at work counts for more than having the latest training 
4. It's very enjoyable when colleagues of all ages get together for social events 
5. Older workers haven't got the energy that is needed by employers nowadays 
6. Organisations with a young workforce have a better image 
7. Older people can learn new working methods and skills just as easily as younger people can 
8. Older staff work much harder than younger staff 
9. Work nowadays demands a huge amount of effort and energy 
10. Younger workers are more efficient at work than older ones 
11. People over 50 can't learn the new skills needed at work nowadays 
12. Younger people are better value as employees than older people 
13. It must be difficult for people over 50 to cope with the pace of change these days 
14. Older employees are more reliable than younger staff 
15. Promotion at work should depend on a person's ability, not on their age 
16. If I were a manager having to reduce staff numbers, I would choose to get rid of the older employees 
first. 
17. A responsible company will hire suitable people no matter what their age 
18. Being around older colleagues makes me worry about ageing myself 
19. Because of their long experience, older people work more efficiently than younger ones 
20. Because IT is changing so rapidly, you need younger people to keep u with the changes 
21. Older people often have health problems which interfere with their work 
22. If work involves IT, it's vital to hire someone under 25 
23. Older people have just as much enthusiasm for work as younger people 
24. When jobs are scarce, younger workers should be employed in preference to older workers 
25. For demanding work, you need to employ young people 
26. If it's new ideas you need, hire a younger person 
27. People under 30 aren't usually capable of handling senior management jobs 
28. Older people haven't got the energy for the pace of today's workplaces 
29. When you need somebody really reliable, choose an older person to do the job 
30.1 feel uncomfortable working with colleagues who have gray hair and wrinkles 
31.1 enjoy working with colleagues from a wide age range 
32. It's very difficult for older peole to report to somebody younger than themselves 
Table continues on next page 
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33. When an organisation needs to change, it should get rid of all staff over 50 
34. When socialising with work colleagues, I prefer to stick to mown age group 
35. People with young families need jobs more than older people do 
36. To invest in your organisation's future you should only hire young people 
37. Older workers hold back progress when organisations need to change 
- 38. Younger people are better at tasks needing a creative approach 
39. Given the right training, older workers can be just as productive as younger ones 
40. Older people at work are always saying things were better in the past 
41. I feel uncomfortable working with people who are much older or younger than me 
42. People aged 50 or more are more interested in retirement than in developing their careers 
43. Life with a young family interferes with commitment to one's work" 
44. When reducing staff numbers, it's important to keep experienced people 
45. Younger workers are far more effective than older ones in helping achieve goals and targets at work 
46. Older people can be just as creative and original as younger ones 
47. When you need to reduce staff numbers, early retirement of older employees is fairer than making 
younger ones redundant 
48. If I were managing a team, I would only include people younger than me 
49. Older people aren't committed enou h to work, because of their other interests and hobbies 
50. Older people are poor value, as they are paid more money for the same work 
51. Older workers are better value for employers , as they stay longer 
in the job 
52. To keep up with the times, organisations need to employ mainly younger er people 
53. Modern IT is far too complex for most people over 50 
54. You need very experienced people for senior management jobs 
55. If there's something difficult to be done at work, ask an older person to do it 
56. Younger people are more interested in developing their careers than being committed to their 
present job 
57. Training workers over 50 is a waste of money as they are soon going to retire 
58. Older people are better at tolerating boring, repetitive jobs 
59. It's awkward to supervise someone who's older than you 
60. It's more enjoyable working for a company which employs a lot of young people 
61. With younger workers, their social lives are more important to them than their jobs 
62. Older workers should join in the social gatherings of younger colleagues 
63. People over 50 aren't willing to work the long hours that are needed these days 
64. Most managers prefer to employ people under 30 rather than people over 50 
65.1 approve of laws against age discrimination at work 
7.6.4 Other scales included in the questionnaire 
As previously discussed, the following other scales were included in the 
Study 3 questionnaire (and those marked * were also included in Study 4): 
" The Fraboni Scale of Ageism (FSA - Fraboni, Saltstone & Hughes, 1990) 
" The Trait Anxiety Inventory* (TAI - Spielberger, e. g. 1995) 
" The Work Locus of Control Scale* (WLCS - Spector, 1988) 
" The Social Dominance Orientation Scale (SDO - Pratto et al., 1994) 
" The Neosexism Scale (NEOS - Tougas et al., 1995). 
In each case, we used the exact wording that the originators of the scale had 
used. The Fraboni Scale of Ageism (Fraboni et al, 1990) uses a four-point 
scale, similar to the scale used in the present study, but leaving out the 
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midpoint. The Social Dominance Orientation (Pratto et al., 1994) scale uses 
a seven-point scale (very negative, negative, slightly negative, uncertain or 
neutral, slightly positive, positive, very positive); the Neosexism scale 
(Tougas et al., 1995) uses a five point scale similar to the one that was used 
for the potential Ageism At Work items, except that the mid-point was 
denoted `Neutral' rather than 'Neither agree nor disagree'. The scale used 
for the Work Locus of Control Scale (Spector, 1988) is somewhat unusual in 
that three of the five points express disagreement, and there is no neutral 
point:, the scale being: disagree very much, disagree moderately, disagree 
slightly, agree slightly, agree very much. 
Finally the Trait Anxiety Inventory (e. g. Spielberger, 1995) uses a four-point 
scale relating to the participant's frequency of experiencing the feeling 
mentioned: 'almost never', 'sometimes', 'often' and 'almost always'. 
To try to minimise the confusion to participants, an explanation was given 
before each question, advising them to notice that the response categories 
differed from those used in previous questions. One or two participants 
actually commented on this disparity. 
7.6.5 Other data 
Other data collected in the Study 3 questionnaire were: 
" Participant age last birthday* 
" Gender* 
" Whether a British citizen/resident or not (only British citizens, or people 
who had lived in Britain for at least 5 years, were included) 
" Ethnicity* 
" Current working status (employed, self employed, housewife/home duties, 
student, retired, unemployed, long term sick/disabled, etc. ) 
" If not currently employed, whether had ever been employed; participants 
who had never held employment were to be excluded from the sample, 
but in the event, none had to be excluded on this basis. 
* also collected in Study 4: full details of this sample will be given in Chapter 8. 
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A paper version of the questionnaire is shown in Appendix 3 item 2. This 
represents the online questionnaire as far as is possible on paper. 
7.6.6 Participants 
A sample of 306 people who were British citizens or who had lived in Britain 
for at least five years, was used for Study 3. Because attitudes, including 
prejudices, are influenced by the culture of society, it was felt desirable to 
restrict the sample to those with a reasonable amount of experience of the 
British culture. It was a convenience sample, and participants were recruited 
from among staff and postgraduate students of the University of Surrey, and 
other contacts of the researcher, via 'snowballing' methods. All participants 
were, or had been at some time, employed; this stipulation ensured that all 
had experience of work and employment. In the event, 76% were currently 
employed and the other 24% had at some time been employed (including 7% 
retired). Ages of the participants ranged from 18 to 70, and the mean age 
was 43.74, s. d. 13.41. Just over half, 53%, of participants were recruited via 
the University of Surrey, and 47% from elsewhere. Only 14% of the 
participants were students. Females made up 61% of the sample, and 39% 
were male. In terms of ethnicity, 84% described themselves as 'White 
British', 9% 'White Other' and the remainder were of other ethnicities or did 
not answer the question. The sample members were well-educated in that 
72% had finished their full-time education at age 21 or older. 
The Study 4 sample will be fully described in Chapter 8: briefly, it consisted of 
210 executives (mean age 45.34, s. d. 10.19; 52% female, 40% male, 8% 
gender not stated) who were, or had recently been, involved in decision- 
making about the selection, promotion or training of employees. These will be 
referred to as 'managers' or 'employment decision-makers' when reporting. 
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7.6.7 Survey method 
The fieldwork for Study 3 was conducted online using the service 
'FreeOnlineSurveys. com' which permits academic users to conduct online 
surveys for no, or minimal, cost. Study 4's fieldwork was also conducted 
online, though using some specialist software which will be explained in 
Chapter 8. Online surveys are increasingly used both in commercial and 
academic contexts. While many might still feel that the ideal way of 
administering a questionnaire would be face to face, using a professional 
interviewer, in practical terms the choice for many academic and commercial 
studies, is between online questionnaires and self-completion paper ones. 
(Sometimes researchers may have access to groups of participants such as 
school or university students, during the course of classes, where completion 
of the questionnaire takes place during the class, but this was not an option 
in the present fieldwork. ) 
Online questionnaires have considerable advantages over paper 
questionnaires in terms of avoiding costs of printing and postage, saving the 
task of data entry and avoiding data entry errors, and reaching hard to find, 
or geographically spread samples. It can be argued that there are certain 
sectors of society which are not easily reached by online surveys (such as 
the oldest age groups, and the lower socio-economic strata of society), but in 
terms of reaching a sample of students and employed people it was not 
considered that doing the survey online would introduce any relevant bias. 
Ballantyne (2004) found that when doing a survey of university students, for 
which participants had the choice of responding on paper or online, some 
groups were significantly more likely to choose to respond online: males, 
younger students, undergraduates (as opposed to postgraduates) and full- 
time as opposed to part-time students. However, a majority of all sample 
subgroups chose to respond online. Ballantyne (2004) found that those 
responding online who answered open-ended questions, gave longer 
comments than those responding on paper. It has also been suggested that 
online surveys may be liable to higher dropout rates than interviewer- 
administered questionnaires, but Sax, Gilmartin, Lee and Hagedorn (2003) 
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obtained higher response rates to an online survey than to the equivalent 
paper survey, and in terms of gender differences, obtained higher response 
rates among females than among males both for the paper and online 
surveys. Bronner and Kuijlen (2007) reviewed a number of studies using 
self-completed online questionnaires, and comparing the results with 
interviewer-administered versions, and concluded that socially unacceptable 
behaviour was more readily admitted when answering online. On the other 
hand, online surveys cannot usually be protected against individuals 
participating more than once (Birnbaum, 2004) (although one might wonder 
why anyone would wish to do so in the present case), nor against 
participants systematically lying about aspects of their identity, or other 
answers: but one could also argue that self-completion paper questionnaires 
potentially share these drawbacks. Therefore, although it can be argued that 
there are differences between online and paper surveys in terms of response 
rates within particular sample subgroups, such as those without access to 
computers and the internet, these do not seem to be consistent in other 
ways, and in any case, there seems no reason to suppose that the self- 
completion paper questionnaire method has any inherent superiority to the 
online method, apart from being traditional. In the context of organisations, 
online methods are increasingly used both to conduct in-house surveys and 
within the business market research context (e. g. Carstens, Brese & Brecko, 
2006; Kashima, 2006). 
7.6.8 Test of questionnaire 
In order to make sure that the questionnaires 'worked' as necessary, a small- 
scale test was conducted of the online questionnaires, before starting each 
study. The Study 3 questionnaire was tested among 10 students and staff of 
the Department of Psychology, University of Surrey. A few minor problems 
with the questionnaire were identified and corrected. The questionnaire 
appeared to take between 20 and 40 minutes to complete online depending 
on how long participants thought about their answers. The Study 4 
questionnaire was similarly tested and was found to take most people 
between 10 and 12 minutes (see Chapter 8). 
Chapter 7 333 
7.6.9 Ethical Clearance 
The questionnaire and introductory materials were submitted to the 
University of Surrey Ethics Committee, who asked for minor changes and 
then gave it a favourable ethical opinion (see Appendix 3 item 1). 
7.6.10 Procedure 
A 'clickable' link was e-mailed, with a covering explanation, and those willing 
to take part clicked on an internet link which took them to the survey on the 
relevant system. There was no option to complete the questionnaire on 
paper. The questionnaire was completely self-explanatory and participants 
could terminate at any time. All data collected were anonymous, except that 
participants who wished to do so could (in Study 3) give their e-mail address 
so that they could take part in a prize draw for £50, included as an incentive 
for participation, and (in Study 4) receive a summary of the results if wished. 
A version of the questionnaire is included here as Appendix 3 item 2. For the 
online administration, it was formatted according to the software used, but 
since this is not self-explanatory when in 'hard copy', the version which was 
submitted for ethics clearance, but with the requested changes, is included in 
this thesis. 
7.7. RESULTS - STUDY 3 
7.7.1 The exploratory factor analysis - Study 3 
The 65 items which were candidates for the proposed Ageism At Work scale 
were subjected to an Exploratory Factor Analysis: the sample size of 306, 
being over 300, was, if not as large as would be ideal, adequate for this 
method (Tabachnick & Fidell, 2001, p. 588). Specifically, Principal 
Components Analysis with Direct Oblimin Rotation was used, because some 
correlation was expected between the factors which might emerge 
(Tabachnick & Fidell, 2001, pp. 615-6). 
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Inspection of the correlation matrix indicated many correlations of .3 or 
above; the KMO Measure of Sampling Adequacy, at . 887, well exceeded the 
criterion of . 6; and the Bartlett's Test of Sphericity was significant (p<. 001), 
hence the use of Factor Analysis was considered appropriate (Pallant, 2001). 
Principal Components Analysis with Direct Oblimin Rotation revealed 16 
components with eigenvalues exceeding 1, which cumulatively explained 
61.1 % of the total variance. The scree plot revealed a clear 'elbow' after the 
fourth component, and it was decided to retain four components for further 
investigation. 
A factor analysis using Direct Oblimin Rotation was again run, but specifying 
that four factors should be extracted. The pattern matrix for the rotated 
solution revealed a structure close to being simple, though a few items did 
not load substantially on to any component. Table 7.2 presents this pattern 
matrix. 
TABLE 7.2 
Pattern Matrix: Direct Oblimin Rotation of Four Factor Solution for 
Ageism at Work (AAW) items - Study 3 Loadings of .3 or more are shown in bold 
Component 
1 2 3 4 
13 It must be difficult for people over 50 to cope with the pace 
. 684 -. 048 . 159 -. 309 of change these days 
26 If it's new ideas you need, hire a younger person . 665 . 029 -. 080 . 202 50 Older people are poor value, as they are paid more money 
. 665 -. 040 -. 167 -. 108 for the same work 
2 Older people can't cope with modern working methods . 659 -. 077 . 120 -. 221 
28 Older people haven't got the energy for the pace of today's 
. 657 080 -. 123 -. 127 workplaces . 
53 Modem IT is far too complex for most people over fifty . 649 -. 062 -. 087 -. 065 52 To keep up with the times, organisations need to employ 
. 636 097 -. 125 042 mainly younger people . . 
20 Because IT is changing so rapidly, you need younger 
. 636 . 027 . 095 . 070 people to keep up with the changes 
11 People over 50 can't learn the new skills needed at work 
nowadays 632 -. 053 -. 105 -. 158 
25 For demanding work, you need to employ young people 
. 610 -. 007 -. 081 . 189 
38 Younger people are better at tasks needing a creative 
approach . 
586 
. 059 -. 121 . 127 
42 People aged 50 or more are more interested in retirement 582 038 - 067 - 180 than in developing their careers . . . 
Table continues on next two pages 
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21 Older people often have health problems which interfere 
with their work . 
581 . 029 -. 096 -. 128 
57 Training workers over 50 is a waste of money as they are 
soon going to retire . 
580 . 025 -. 283 -. 151 
63 People over 50 aren't willing to work the long hours that are 
needed these days . 571 . 010 -. 071 -. 109 
12 Younger people are better value as employees than older 
. 566 -. 047 . 148 . 062 people 
37 Older workers hold back progress when organisations need 
to change . 
563 . 036 -. 199 -. 026 
47 When you need to reduce staff numbers, early retirement of 
. 563 -. 037 . 103 . 254 older employees is fairer than making younger ones redundant 
5 Older workers haven't got the energy that is needed by 
. 556 -. 105 . 006 -. 184 employers nowadays 
10 Younger workers are more efficient at work than older ones . 556 -. 144 . 118 . 222 
6 Organisations with a young workforce have a better image 
. 545 . 006 . 189 -. 013 
49 Older people aren't committed enough to work, because of 
. 544 . 027 -. 226 -. 155 their other interests and hobbies 
59 It's awkward to supervise someone who's older than you . 
524 
. 
099 
. 
078 -. 222 
60 It's more enjoyable working for a company which employs a 
lot of young people . 
513 . 094 . 021 . 217 
35 People with young families need jobs more than older 
people do . 503 . 
065 -. 132 . 226 
45 Younger workers are far more effective than older ones in 
. 502 . 086 -. 177 . 336 helping achieve goals and targets at work 
1 It's not worth promoting people over 50 as they only want to 
. 462 -. 069 -. 095 -. 197 retire 
48 If I were managing a team, I would only include people 
younger than me . 454 . 058 -. 
255 . 133 
16 If I were a manager having to reduce staff numbers, I would 
. 445 -. 001 -. 248 . 171 choose to get rid of the older employees first. 
34 When socialising with work colleagues, I prefer to stick to 
. 444 -. 033 -. 053 -. 191 my own age group 
58 Older people are better at tolerating boring, repetitive jobs . 427 . 
376 -. 075 -. 007 
36 To invest in your organisation's future you should only hire 
young people . 408 -. 039 -. 
386 . 211 
24 When jobs are scarce, younger workers should be 
. 408 . 068 -. 313 . 331 employed in preference to older workers 
40 Older people at work are always saying things were better 
in the past . 
394 . 144 -. 065 . 004 
22 If work involves IT, it's vital to hire someone under 25 . 382 -. 009 -. 202 . 101 32 It's very difficult for older people to report to somebody 
. 376 . 066 . 026 -. 265 younger than themselves 
41 I feel uncomfortable working with people who are much 
older or younger than me . 
374 . 095 -. 280 -. 004 
7 Older people can learn new working methods and skills just 
-. 276 . 077 . 225 . 197 as easily as younger people can 
55 If there's something difficult to be done at work, ask an 
-. 055 . 760 -. 086 -. 016 older person to do it 
19 Because of their long experience, older people work more 
efficiently than younger ones -. 
145 . 739 -. 015 -. 007 
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29 When you need somebody really reliable, choose an older 
-. 016 . 735 -. 049 . 052 person to do the job 
51 Older workers are better value for employers, as they stay 
- 124 . 725 -. 032 . 126 longer in the job . 
14 Older employees are more reliable than younger staff -. 057 . 669 . 067 . 071 
8 Older staff work much harder than younger staff -. 260 . 637 -. 057 . 114 
56 Younger people are more interested in developing their 
. 160 . 
623 
, 
042 -. 246 careers than being committed to their present job 
61 With younger workers, their social lives are more important 069 . 586 -. 107 -. 048 to them than their jobs 
54 You need very experienced people for senior management 
jobs . 037 . 381 274 -. 141 
3 Long experience at work counts for more than having the 
. 
158 . 314 . 107 -. 046 latest training 
15 Promotion at work should depend on a person's ability, not 
on their age . 
085 -. 101 . 650 . 083 
17 A responsible company will hire suitable people no matter 
-. 062 . 005 . 599 -. 084 what their age 
44 When reducing staff numbers, it's important to keep 
. 070 . 133 . 
574 . 018 experienced people 
31 I enjoy working with colleagues from a wide age range 
-. 114 . 118 . 551 . 182 
39 Given the right training, older workers can be just as -. 234 . 042 . 499 . 135 productive as younger ones 
46 Older people can be just as creative and original as 
-. 235 -. 040 . 454 -. 037 younger ones 
30 I feel uncomfortable working with colleagues who have grey 
. 116 . 182 -. 435 . 061 hair and wrinkles 
65 I approve of laws against age discrimination at work 
-. 072 . 
000 . 434 -. 047 
9 Work nowadays demands a huge amount of effort and 
. 016 . 009 . 
422 -. 131 energy 
33 When an organisation needs to change, it should get rid of 
. 365 -. 050 -. 397 -. 003 all staff over 50 
4 It's very enjoyable when colleagues of all ages get together 
. 032 -. 041 . 388 . 299 for social events 
23 Older people have just as much enthusiasm for work as 
-. 290 . 150 . 359 . 321 younger people 
18 Being around older colleagues makes me worry about 186 . 180 -. 
341 
. 
036 
ageing myself . 
64 Most managers prefer to employ people under 30 rather 
. 215 . 114 . 229 . 111 than people over 50 
27 People under 30 aren't usually capable of handling senior 
. 151 . 330 . 045 -. 355 management jobs 
43 Life with a young family interferes with commitment to one's 
. 
101 
. 
281 . 063 -. 343 work 
62 Older workers should join in the social gatherings of 
younger colleagues . 
029 . 117 . 246 . 312 
Extraction Method: Principal Component Analysis. 
Rotation Method: Oblimin with Kaiser Normalization. 
Rotation converged in 9 iterations. 
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The inter-factor correlations are shown in Table 7.3 below. Most correlations 
were low, but there was a correlation of -. 306 between Factors 1 and 3 which 
indicates some overlap in meaning. These correlations also reassure us that 
the use of the oblique rotation was correct (Field, 2005, p. 662). 
TABLE 7.3 
Component Correlation Matrix - Study 3 
Component 1 2 3 4 
1 1.000 
2 
. 150 
1.000 
3 
-. 306 . 
056 1.000 
4 -. 060 -. 003 . 
048 1.000 
Factor 4 presented a slight problem. Three items loaded on to it at values 
greater than . 3: No. 27, "People under 
30 aren't usually capable of handling 
senior management jobs", No. 43 "Life with a young family interferes with 
commitment to one's work" and No. 62 "Older workers should join in the 
social gatherings of younger colleagues. " Thus the 'topic' of the factor, 
though not entirely clear, appeared to relate to the issue of whether younger 
workers could be relied upon as employees or managers. As can be seen 
from Table 7.2, the loadings were not particularly high, and given that the 
interpretation of factor analyses is accepted to involve a certain amount of 
subjective judgment (e. g. see Tabachnick & Fidell, 2001, ch. 13), it seemed 
reasonable to decide that this factor was not particularly valuable in terms of 
measuring ageism in the workplace, which in terms of being a career 
problem, is more relevant to older than to younger workers. Therefore items 
loading highly on this factor were dropped, since it was judged that in terms 
of developing a scale or subscales to measure 'Ageism At Work', it would not 
be useful. 
We were therefore left with three factors, from which to develop the desired 
scale(s). In terms of interpretation, it appeared that Factor 1 concerned what 
might be called 'general workplace ageism', including statements such as "To 
keep up with the times, organisations need to employ mainly younger 
people". Factor 2 related to the merits of older versus younger workers. It 
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included statements which were very positive about older workers, 
expressing respect for their experience, reliability, value for money, and 
efficiency, but also some which disparaged younger workers for having more 
interest in their careers generally, and their social life, than their present job. 
The views expressed about the competence of older workers could be said to 
draw on established stereotypes, examples being 'When you need 
somebody really reliable, choose an older person to do the job', or 'Older 
workers are better value for employers, as they stay longer in the job. ' 
Factor 3 seemed rather clearly concerned with the merits of age diversity 
within workplaces. 
However, as can be seen from Table 7.2, there were 37 items loading on 
Factor 1, which is an impracticably high number of items for such a scale, 
given that it needs to be suitable for use in (potentially busy) workplaces, 
together with the other subscales. It seemed unlikely that it would be used for 
individual diagnosis, hence reliability could if necessary be slightly sacrificed 
to achieve more manageable length. Factor 2 contained 10 items, and 
Factor 3,13 items. 
7.7.2 Reliability of new scales and subscales 
The next step was to check these groups of items in terms of their reliability 
for use as a scale, and in particular, for Factor 1, to examine whether the 
number of items could be reduced without significant loss of reliability. 
Recoding of items was done such that in all cases, a higher score indicated a 
more 'ageist' attitude. 
Grouping all 37 items loading on Factor I produced a Cronbach's Alpha 
score of . 94 - extremely high. If the scale were reduced to the 12 highest- 
loading items only, the reliability reduced to . 89 which is still an extremely 
satisfactory alpha score. Indeed by reducing the list still further to 10 items, 
the alpha score was still high, at . 88. However, 
for the purposes of this 
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research it was decided to adopt the 12 item list to form what we might now 
call 'Subscale 1' (General Ageism) of an Ageism at Work (AAW) scale. The 
items which were excluded from this subscale overlapped with the 'issues' 
covered in the first 12 to some extent, though there were some items relating 
to the 'social awkwardness' of mixed-age workplaces, an issue which was 
not covered within the first 12 items. However, to include these and not 
others seemed unnecessarily arbitrary, so for the time being the 12 item list 
was used for future work with the scales. 
Factor 2 (Older versus younger workers) as it stood, with its 10 items, 
obtained an alpha score of . 83 but by dropping items 3 and 54 the score 
improved to. 84. Subscale 2 was therefore 'adopted' as an 8-item subscale. 
Factor 3 ((Anti) Age Diversity) produced an alpha score of . 78 including all 13 
items, and no improvements were obtainable by dropping any items. 
The AAW subscales 1,2 and 3 as described above were therefore used for 
the questionnaire for Study 4, and all other items in the initial `long list' were 
dropped. 
7.8 EXPLORATORY FACTOR ANALYSIS - STUDY 4 
7.8.1 The Ageism at Work (AAW) scale and subscales. 
The initial development of the AAW scale/subscales has been reported in 
section 7.7 above. For the fourth and final study, it was decided to include 
the scales as developed in Study 3, together with two other constructs which 
were found in Study 3 to be correlated with one or more of the AAW 
subscales and which related particularly to the research questions and 
hypotheses generated from the qualitative studies: Trait Anxiety 
(Spielberger, e. g. 1995) and Work Locus of Control (Spector, 1988). The 33 
items forming the three proposed AAW subscales were included in the online 
questionnaire. 
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A further Exploratory Factor Analysis was conducted on the data from Study 
4, with a sample of 210 employment decision makers, using SPSS on the 
proposed scale items. This sample size is considered 'fair' rather than 'good' 
by Comrey and Lee (1992), but since this sample had taken three months to 
achieve, it was not practical to delay the analysis longer. As with the study 3 
data reported earlier, the correlation matrix showed plenty of correlations of 
.3 or above; the KMO measure of sampling adequacy was . 831 which 
comfortably exceeded the criterion of . 
6; and the Bartlett's test of sphericity 
was significant, as required (p<. 001). 
Because some correlation between factors had been found in Study 3, and 
was therefore expected in the fourth study, the method used, as before, was 
Principal Components Analysis, Varimax with Oblimin Rotation. The items 
which had fallen into the fourth component in Study 3 were not included in 
Study 4, and the scree plot for this EFA further showed that a three-factor 
solution was appropriate. Then, a further EFA was conducted using the 
same rotation method, but this time three factors were specified to be 
generated from the Principal Components Analysis. The pattern matrix 
revealed that the factor analysis approached a simple structure. The results 
of the analysis are shown in Table 7.4 on the next two pages. 
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TABLE 7.4 
Pattern Matrix: Direct Oblimin Rotation of 
Three Factor Solution for Ageism at Work items - Study 4 
Item Component 
No. * 1 2 3 
53 Modern IT is far too complex for most people 758 - 148 102 over fifty . . . 
20 Because IT is changing so rapidly, you need 750 042 151 
younger people to keep up with the changes . . . 
13 It must be difficult for people over 50 to cope 735 119 - 057 with the pace of change these days . . . 
26 If it's new ideas you need, hire a younger person . 703 . 101 . 051 25 For demanding work, you need to employ young 682 084 - 051 people . . . 
28 Older people haven't got the energy for the pace 671 012 030 
of today's workplaces . . . 
1 Older people can't cope with modern working 662 016 - 173 - methods . . . 
11 People over 50 can't learn the new skills needed 542 060 152 - at work nowadays . . . 
42 People aged 50 or more are more interested in 
retirement than in developing their careers . 
540 -. 183 -. 002 
52 To keep up with the times, organisations need to 533 092 256 - employ mainly younger people . . . 
38 Younger people are better at tasks needing a 
creative approach . 476 . 163 -. 
079 
23 Older people have just as much enthusiasm for 
work as younger people -, 414 . 
082 . 256 
56 Younger people are more interested in 
developing their careers than being committed to . 400 . 208 . 113 their present job 
50 Older people are poor value, as they are paid 
more money for the same work . 
383 -. 086 -. 324 
65 I approve of laws against age discrimination at 
- 268 061 182 work . . . 
29 When you need somebody really reliable, 127 . 802 066 choose an older person to do the job . . 
8 Older staff work much harder than younger staff . 127 . 781 . 054 19 Because of their long experience, older people 
-. 229 . 733 - 035 work more efficiently than younger ones . 
55 If there's something difficult to be done at work, 
-. 026 . 725 - 009 ask an older person to do it . 
51 Older workers are better value for employers, as 
-. 195 . 714 026 the sta loner in the job . 
Table continues on next page 
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14 Older employees are more reliable than younger 
staff -. 002 . 685 -. 042 
61 With younger workers, their social lives are more 
important to them than their jobs . 276 . 446 -. 058 
44 When reducing staff numbers, it's important to 
keep experienced people . 
221 
. 
166 
. 645 
31 I enjoy working with colleagues from a wide age 
range -. 054 . 057 . 607 
17 A responsible company will hire suitable people 
no matter what their age -. 
119 -. 275 . 605 
4 It's very enjoyable when colleagues of all ages 
get together for social events . 
181 -. 014 . 579 
15 Promotion at work should depend on a person's 
ability, not on their age . 
006 -. 082 . 449 
46 Older people can be just as creative and original 
-. 313 . 026 . 443 as younger ones 
33 When an organisation needs to change, it 
should get rid of all staff over 50 . 
306 -. 021 -. 416 
39 Given the right training, older workers can be 
just as productive as younger ones -. 
250 -. 089 . 352 
18 Being around older colleagues makes me worry 
about ageing myself . 
217 . 026 -. 231 
9 Work nowadays demands a huge amount of 
effort and energy -. 
048 . 051 . 208 
30 1 feel uncomfortable working with colleagues 
who have grey hair and wrinkles . 
097 . 074 -. 158 
Notes: Factor loadings of .3 or over are shown here in bold. Extraction Method: Principal Component Analysis. Rotation Method: Oblimin with 
Kaiser Normalization. 
Rotation converged in 8 iterations. 
" Item number based on Study 3: included for ease of cross-reference 
The correlations between the three factors were low apart from a negative 
correlation of -. 347 between Factors 1 and 3. (This was consistent with the - 
. 306 correlation found in Study 3. ) 
TABLE 7.5 
Component Correlation Matrix - Study 4 
Component 1 2 
1 
2 
. 124 3 -. 347 . 006 
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Comparing the pattern matrix above with the scale composition as adopted 
on the basis of Study 3's findings, reveals that some items did not in this 
analysis load on to any factor to any useful extent:: items 9,18,30 and 65, 
which had all fallen into Factor 3 (Anti Age diversity) in Study 3. Items 23, 
and 56 loaded differently: item 56 ("Younger people are more interested in 
developing their careers than being committed to their present job") had 
fallen into Factor 2 (AAW2 -Older versus younger workers) in Study 3, but 
this time fell into AAW1 (General Ageism) although with a lower loading. 
Item 23 ("Older people have just as much enthusiasm for work as younger 
people" loaded negatively on to Factor 3 (Anti Age Diversity) but in the 
present analysis, it loaded negatively on to Factor 1 (General Ageism). 
However, it was encouraging that the vast majority of scale items remained in 
the groupings which had emerged from Study 3, which considering that the 
present sample was of different composition (and more homogeneous) - 
employment decision makers, whereas Study 3's sample had been one of 
the general population, increases confidence that the scale structure is useful 
and valuable. 
7.8.2 Checking the scale structure 
Because of these slight inconsistencies outlined above, various steps were 
taken to examine further the composition of these potential scales. First, a 
series of Cronbach's Alpha Analyses were conducted, both on Study 4's data 
and using the set of variables from the CFA on the data from Study 3. The 
reverse was also done, that is, the scales as they emerged from Study 3 
were checked for reliability on the data from Study 4. The results will now be 
examined scale by scale. 
Factor 1: AAW scale I (General Ageism) 
The first factor, AAW1, with 14 items obtained an alpha of . 
872, and by 
dropping one item ("Younger people are more interested in developing their 
careers than being committed to their present job"), which happened to be 
one of the 'unstable' items, the score could be increased to . 
877. 
Chapter 7 344 
By further dropping the other 'unstable' item, "Older people have just as 
much enthusiasm for work as younger people", the score reverted to . 
872. 
However this is considered very satisfactory, and the scale is therefore used 
with retention of the same list of items as was developed in Study 3, in which 
it obtained an alpha score of . 
893. 
Factor 2 (AAW2 - Older versus younger workers) 
The composition of this factor was entirely confirmed in Study 4, and the 
exact same list of seven items was therefore retained; further, it obtained an 
alpha score of . 
832 which was exactly the same as it obtained in Study 3. 
Factor 3 (AAW3 - (Anti) Age Diversity) 
In Study 3 this factor contained 13 items and obtained an alpha score of . 78. 
However, in the exploratory factor analysis conducted in the Study 4, the 
composition of this factor changed slightly, in that one item (No. 23, "Older 
people have just as much enthusiasm for work as younger people") appeared 
in Factor 1 with a loading of -. 414. Four other items which had fallen into 
Factor 3 in Study 3, did not load above .3 on any 
factor: these were item 65, 
"I approve of laws against age discrimination at work"; item 18, "Being around 
older colleagues makes me worry about ageing myself"; item 9 "Work 
nowadays demands a huge amount of effort and energy"; and item 30 "I feel 
uncomfortable working with colleagues who have grey hair and wrinkles. " 
Cronbach's alpha for the scale containing the full 13 items was . 
681 in the 
present study, which is lower than had been obtained for it in study 3 (. 765). 
It was found with the present data that the reliability could be improved by 
dropping certain items: item 30 "I feel uncomfortable working with colleagues 
who have grey hair and wrinkles, " item 9 "Work nowadays demands a huge 
amount of effort and energy" and item 65, "I approve of laws against age 
discrimination at work". Dropping these three items improved the alpha 
score to . 
705. Apart from the low factor loadings of these items, and the 
improvement to the alpha scores, there were other reasons for dropping 
these items: the statement about "grey hair and wrinkles" had met with 
adverse comment from one or two respondents; the item about the "effort 
and energy" required for work, seemed on reflection to have a tenuous 
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connection with the age issue; and the item "I approve of laws against age 
discrimination at work" was felt likely to be answered in a 'politically correct' 
way and therefore little was thought likely to be lost by dropping it. However, 
one statement was retained even though it had not loaded strongly on to 
Factor 3/ AAW3; this was the statement that "Being around older colleagues 
makes me worry about ageing myself'. It was thought desirable to leave this 
statement in the scale for the moment, because it relates to the issue of 
'terror management' which, as discussed at other points in this thesis, occurs 
in the literature, and was found in Studies 1 and 2, as an aspect of the 
possible threat which may derive from associating with older people. 
Dropping it would not have improved the scale reliability, in terms of the 
Study 4 data: so we were left with 10 items for the 'final' scale. 
The reliability of the scales using the items was therefore as follows: 
TABLE 7.6 
Reliability of Scales: based on Studies 3 and 4 data 
Scale a in Study 3 a in Stud 4 
AAW1 "General Ageism" (12 
. 
893 . 872 items) 
AAW2 "Older versus younger . 
832 . 832 workers" (7 items) 
AAW3 "(Anti) Age Diversity" (10 . 765 . 705 items) I 
All of these alpha scores are thought to be satisfactory, as all exceed .7 
(Pallant, 2001) and the scales were used in the further analyses with 12,7 
and 10 items respectively. 
7.9 RELIABILITY SCORES FOR EXISTING SCALES 
The following reliability scores were obtained for the scales used for 
comparative purposes (3 decimal places shown here, to explain why certain 
items were dropped). Thus all scales used achieved high reliability scores, 
and the improvements which would result from dropping items from the 
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Neosexism and Work Locus of Control Scales were so small as to be 
negligible (. 001 each); accordingly the whole scales, as previously 
developed, were used in the analysis of Study 3 data. The WLCS and TAI 
scales were carried forward to Study 4 as they stood, and the alpha scores 
they obtained in that study are also shown below. 
TABLE 7.7 
Cronbach's Alpha Scores for Existing Scales 
Scale a in Study 3 a in Study 4 
Fraboni Scale of Ageism (FSA) . 
905 NA 
Neosexism Scale (NEOS) . 821 (. 822 
if item 9 deleted - "In NA 
a fair employment system, men and 
women would be considered equal. ") 
Social Dominance Orientation . 911 
NA 
(SDO) 
Work Locus of Control (WLCS) . 
841 (. 842 if item 7 deleted - . 
804 
"Most people are capable of doing 
their jobs well if they make the effort") 
Trait Anxiety Inventory (TAI) 
. 
914 . 
896 
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7.10 DESCRIPTIVE STATISTICS 
The descriptive statistics for participant age, and all the scales used in each 
Study, are given in Tables 7.8 and 7.9 below. It will be noted that AAW3 has 
significant skew and kurtosis in Study 3, but not in Study 4. The Social 
Dominance, Neosexism and Trait Anxiety scales displayed significant skew 
in Study 3, but only Trait Anxiety did so in Study 4. 
TABLE 7.8 
Descriptive Statistics for Scales - Study 3 
Skewness" Kurtosis** 
Std. 
N* Mean SD Error Std. Error 
AAW 1 297 2.01 . 537 . 200 . 141 . 174 . 282 
AAW 2 298 3.07 . 618 -. 015 . 141 . 514 . 281 
AAW 3 297 1.80 . 411 . 841 . 141 
2.459 . 282 
Participant Age 306 43.74 13.41 -. 153 . 139 -1.241 . 
278 
Fraboni Scale of 285 1 69 369 010 . 144 -. 847 . 288 Ageism (FSA) . . . 
Work Locus of 
Control (WLCS) 293 2.30 . 531 . 345 . 142 . 153 . 
284 
Social Dominance 291 2 34 934 . 829 . 143 . 504 . 285 Orientation (SDO) . . 
Neosexism (NEOS) 298 2.01 . 604 . 603 . 141 . 
214 
. 
281 
Trait Anxiety 297 1 97 . 446 . 461 . 
141 . 042 . 282 Inventory TAI . 
TABLE 7.9 
Descriptive Statistics for Scales - Study 4 
Skewness" Kurtosis** 
Std. 
N* Mean SD Error Std. Error 
AAW 1 193 1.97 . 508 . 321 . 175 . 048 . 348 AAW2 193 3.24 . 565 -. 199 . 175 . 286 . 348 AAW3 average 193 1.67 . 354 . 372 . 175 -. 187 . 348 WLCS 193 2.16 . 502 . 294 . 175 -. 056 . 348 TAI 193 1.87 . 406 . 664 . 175 . 422 . 348 Participant Age 190 45.34 10.19 -. 177 . 176 -. 966 . 351 * These Ns reflect the number in each study who completed the whole 
questionnaires. 
** Significant skews and kurtoses are indicated by bold type 
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7.11 RELATIONSHIPS BETWEEN THE SUBSCALES OF AGEISM AT 
WORK 
The three elements of Ageism At Work as measured in this study, displayed 
interesting relationships, in that while subscales 1 and 3 correlated with each 
other at a high level (r = . 509, p<. 001), subscale 
2, which we have dubbed 
'Older versus younger workers' (see Discussion), did not correlate 
significantly with either of the other elements. 
The inter-scale correlations for Study 3 are shown in Table 7.10. 
TABLE 7.10 
Correlations between Subscales of Ageism At Work (AAW) - Study 3 
AAW 1 AAW 2 
General Ageism At Older versus younger 
Work workers 
Pearson's R 
AAW I Ageism At Work 
(general)* 
AAW 2 Older versus younger -. 091 
workers* NS 
AAW 3 (Anti) Age Diversity * . 509 
000 
p <. 001 NS 
* All AAW scales: higher score = MORE ageist 
Note: Table 7.5 indicated that AAW3 is significantly skewed and kurtosed. However, 
correlations remained significant when assessed with Spearman's p 
In Study 4 (employment decision-makers), the correlations were almost 
exactly as in Study 3, even though the present sample was different in 
nature, which gives confidence that the scales are measuring real and 
reasonably stable constructs (see Table 7.11). AAW1 and AAW3 
intercorrelated significantly, but AAW2 did not correlate with either of the 
other AAW subscales. This is exactly what was found in Study 3, and it 
appears that AAW2 is measuring a different construct, which is not 
straightforward 'ageism', and it is possible that a person may express respect 
for certain merits of older workers, while at the same time being 'ageist' in 
other ways. This issue will be further taken up in the Discussion section. 
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TABLE 7.11 
Correlations between Subscales of Ageism At Work (AAW) - Study 4 
AAW 1 AAW 2 
General Ageism At Older versus younger 
Work workers 
Pearson's r- one-tailed tests 
AAW I Ageism At Work 
(general)* 
AAW 2 Older versus younger -. 130 
workers* NS 
AAW 3 (Anti) Age Diversity * . 559 -. 
048 
p <. 001 NS 
All AAW scales: higher score = MORE ageist 
7.12 RELATIONSHIPS BETWEEN THE AAW SUBSCALES AND THE 
OTHER CONSTRUCTS 
While Study 3 included all the scales to be compared with Ageism At Work, 
only two, Trait Anxiety and Work Locus of Control, were included in Study 4 
for reasons which have been explained in Section 7.4.5. Table 7.9 shows all 
the relevant inter-scale correlations. 
Hypothesis I was that Ageism At Work would correlate positively with the 
Fraboni Scale of Ageism. In the event, Study 3 found strong positive 
correlations for the first (AAW1 - General Ageism), and third (AAW3 - Age 
Diversity), subscales of the AAW scale, but none was found for the second 
subscale ('Older versus Younger Workers'). Hypothesis 1 was therefore 
supported in the main. This result reinforces the impression, to be discussed 
later, that Subscale 2, 'Older versus younger workers', represents a different 
construct from the other two elements of the putative Ageism at Work scale, 
in that it would be possible to be 'ageist' towards the very elderly, (as 
measure by the FSA) yet acknowledge the merits of older workers. 
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TABLE 7.12 
Correlations between AAW scales and Other Measures 
Studies 3 and 4 
AAW 1 AAW 2 AAW 3 TAI WLCS 
General Older (Anti) Trait Work 
Ageism versus Age Anxiety Locus of 
At Work younger Diversity Control 
workers 
Study 3 Pearson's R- one-ta iled tests exce t where marked " 
Fraboni Scale of Ageism 
(FSA) . 
609 -. 084 . 549 
(N = 268-285) p <. 001 NS p <. 001 
Trait Anxiety Inventory 
(TAI) . 202 . 119 . 118 
(N = 284-297) p <. 
001 p<. 05 p <. 05 
Work Locus of Control 
(WLCS) 309 -. 106 . 
290 
(N = 274-293) p <. 001 p <. 05 p <. 001 
Social Dominance 
Orientation (SDO) (N = . 
274 -. 142 . 310 
273-291) p <. 001 p <. 01 p <. 001 
Neosexism (NEOS) 274 - 181 304 (N = 279-298) . <. 001 . p <. 01 . <. 001 
Participant Age 
(N = 284-306) -. 276 -. 382 -. 074 <. 001 <. 001 NS 
-Study 
4 
Trait Anxiety Inventory . 179 . 057 . 143 (TAI) p <. 01 NS p <. 05 
(N = 19 
Work Locus of Control . 206 -. 129 . 316 . 217 (WLCS) p <. 01 p<. 05 p <. 001 p<. 01* 
(N = 19 
Participant Age (N = 190) -. 092 -. 430 -. 006 -. 079 . 034 NS p <. 001 NS NS* NS* 
"2-tailed tests used as direction of correlation not predicted 
Note: In Study 3, Ns varied due to missing values, range given for each construct indicates 
numbers giving complete answers to both, in any correlation 
There were no particular hypotheses about the relationships between the 
existing scales, and with participant age, but these are reported below for the 
record. The Fraboni Scale of Ageism correlated positively and significantly 
with Trait Anxiety, Neosexism, Social Dominance and Work Locus of Control. 
Trait Anxiety, Social Dominance and Neosexism also correlated with WLCS, 
and Social Dominance also correlated positively with Neosexism. In 
particular the relationship between WLCS and Trait Anxiety supports the 
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notion that these may both relate to the tendency to experience stress at 
work, which relates to Hypotheses 2 and 3 (see below). 
TABLE 7.13 
Correlations between Existing Scales, and with Participant Age 
Study 3 
FSA TAI NEOS SDO 
Fraboni Trait Anxiety Neosexism Social 
Scale of Inventory Dominance 
A eism Orientation 
Pearson's r- two-tailed tests 
Fraboni Scale of Ageism (FSA) 
(N = 268-285) 
Trait Anxiety Inventory (TAI) 224 (N = 284-297) . <. 001 
Neosexism (NEOS) 433 . 
005 (N = 279-298) . p <. 001 NS 
Social Dominance Orientation 
. 393 . 
069 . 501 (SDO) (N = 273-291) 
<. 001 NS <. 001 
Work Locus of Control (WLCS) 
(N = 274-293) . 290 . 
417 . 190 . 185 
p <. 001 p <. 001 <. 001 p <. 01 
Participant Age 
(N=284-306) -. 046 -. 115 -. 014 -. 021 
NS <. 05 NS NS 
Hypothesis 2 held that AAW would correlate positively with the tendency to 
experience strain, or anxiety, as measured by the Trait Anxiety Inventory. In 
Study 3, significant positive correlations were found with all three subscales 
of Ageism at Work. In Study 4, significant positive correlations were found 
with AAW 1 and 3 but not with AAW 2. Therefore, Hypothesis 2 was largely 
supported. 
Hypothesis 3 proposed that AAW would be inversely related to a high 
internal Work Locus of Control, that is, that the more a person felt that they 
lacked control over their work, the more ageist they would be inclined to be. 
Significant correlations were found in Study 3 with all three elements of AAW; 
however, the significant correlation with AAW2 (Older versus younger 
workers) was negative in direction. Once again, the same was found in 
Study 4. 
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Hypothesis 4 stated that Ageism at Work would correlate positively with 
Social Dominance Orientation, and this was found to be true for AAW 1 and 
3; but once again, the correlation with AAW2 was negative in direction. 
Support was also found in Study 3 for Hypothesis 5, which was that Ageism 
at Work would correlate positively with Neosexism: all three subscales of 
AAW showed significant correlations with Neosexism, but the correlation for 
AAW 2 was negative, whereas it was positive for AAW 1 and 3. 
Hypothesis 6a proposed that participant age would correlate negatively with 
Ageism at Work. In Study 3, significant negative correlations were found 
between age and AAW 1 (General Ageism), and age and AAW 2 (Older 
versus younger workers), indicating that the older a person is, the less likely 
s/he is to exhibit 'generally ageist' attitudes in the workplace context, and the 
more likely to have a degree of respect for the merits of older workers. No 
correlation was, however, found between age and AAW 3 (Age Diversity), 
indicating that older people in this sample were no more nor less likely to 
favour or reject age diversity in the workplace. This is perhaps rather 
surprising. In Study 4, results differed, as the only significant correlation of 
an AAW subscale with participant age was a negative correlation (-. 43) for 
the AAW2 scale ('Older versus younger workers') indicating there that older 
managers were more likely to agree that older workers offered certain 
advantages, while not necessarily exhibiting low ageism. 
Hypothesis 6b was that females would exhibit less ageism than males. This 
hypothesis was supported in Study 3 but only for subscales 1 and 3. Higher 
scores were exhibited by males on the scales AAW 1 (mean 2.16, s. d. . 50) 
than females (mean 1.91, s. d. . 54), t (294) = 4.12, p<. 
001. The same 
occurred on the subscale AAW 3: males (mean 1.92, s. d. . 44) scored higher 
than females (mean 1.72, s. d. . 37), t 
(294) 4.21, p< . 
001. No significant 
difference was found on AAW 2: see Table 7.14 below. 
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In further support of Hypothesis 6b is the finding that males (mean 1.80, s. d. 
. 33) significantly outscored females (mean 1.62, s. d. . 
38) on the Fraboni 
Scale of Ageism. 
However, in Study 4 no significant gender difference was found for the AAW 
scores. 
TABLE 7.14 
Ageism Scale Score differences between male and female participants 
- Studies 3 and 4 
Mean Mean df t p 
Males Females 
Study 3 
AAW 1 2.16 1.91 294 4.12 <. 001 
s. d.. 50 s. d.. 54 
AAW 2 2.99 3.12 295 -1.83 NS 
s. d.. 59 s. d. . 63 AAW 3 1.92 1.72 294 4.21 <. 001 
s. d. . 44 s. d. . 37 FSA 1.80 1.62 258.37 4.21 <. 001 
s. d. . 33 s. 
d. 
. 38 Study 4 
AAW 1 2.06 1.90 191 2.14 NS* 
s. d.. 51 s. d. . 50 AAW 2 3.15 3.30 191 -1.83 NS 
s. d.. 55 s. d. . 57 AAW 3 ] 1.68 1.66 191 . 34 NS 
L- S. d.. 36 s. d. . 35 *Here p=. 03 but Bonferroni corrections for multiple comparisons meant that ap of <. 02 was 
needed for significance. 
7.13 DISCUSSION 
The objective of Study 3 was to develop a scale to measure Ageism at Work, 
and this objective appears to have been achieved, especially since Study 4 
permitted further refinement of these potential tools. The overall scale of 
Ageism at Work (AAW) seems to be divisible into three subscales, which 
have for the present been dubbed 'General Ageism', 'Older versus younger 
workers', and '(Anti) Age Diversity'. It is perhaps worth first discussing the 
nature of these three subscales, before looking further at their relationships 
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with the other scales included in these studies, and the implications of these 
relationships for the nature of workplace ageism. As already explained, this 
chapter reported the findings not only of Study 3 but of that part of Study 4 
which related to the scale development exercise, and both these sources of 
data will be considered in this discussion. 
Subscale AAW 1, `General Ageism', as developed across the two studies, 
consists of the following 12 statements: 
TABLE 7.15 
Items adopted for AAW1 scale -'General Ageism' 
1. It must be difficult for people over 50 to cope with the pace of change these days 
2. If it's new ideas you need, hire a younger person 
3. Older people are poor value, as they are paid more money for the same work 
4. Older people can't cope with modern working methods 
5. Older people haven't got the energy for the pace of today's workplaces 
6. Modern IT is far too complex for most people over 50 
7. To keep up with the times, organisations need to employ mainly younger people 
8. Because IT is changing so rapidly, you need younger people to keep up with the 
changes 
9. People over 50 can't learn the new skills needed at work nowadays 
10. For demanding work, you need to employ young people 
11. Younger people are better at tasks needing a creative approach 
12. People aged 50 or more are more interested in retirement than in developing their 
careers 
Thus this subscale contains the following notions: 
" Older people having difficulty learning new skills, and coping with change 
and today's working methods, including advances in IT 
" The need to hire younger people to obtain new ideas and creativity, and 
to keep up with the times including IT developments 
" People aged 50+ being more interested in retirement than in (further) 
career development. 
This list reflects much of the set of attitudes found in the qualitative Study 2, 
in which participants (managers responsible for decisions about staff 
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recruitment, training and promotion) indicated that older workers were 
regarded as less desirable than younger ones, on the grounds of being likely 
to be less energetic, less creative, less skilled at IT, less committed to their 
careers, and either resisting change or being incapable of embracing change 
in organisations and markets. 
It would perhaps have been preferable to have had some 'reverse scored' 
items in this scale, but none of the reverse scored items, from the long list 
included in the factor analysis, loaded on to this factor. If a further opportunity 
comes to repeat the factor analysis, it could be worthwhile to design some 
items expressing the views in the list above, but with the sense reversed. 
Dealing next with subscale AAW 3, (Anti) Age Diversity, simply because it is 
less problematic, after further refinement on the basis of Study 4, this 
subscale contains the following 10 items: 
TABLE 7.16 
Items adopted for AAW3 scale -'(Anti) Age Diversity' 
1. Promotion at work should depend on a person's ability, not on their age* 
2. A responsible company will hire suitable people no matter what their age* 
3. When reducing staff numbers, it's important to keep experienced people* 
4. I enjoy working with colleagues from a wide age range* 
5. Given the right training, older workers can be just as productive as younger ones* 
6. Older people can be just as creative and original as younger ones* 
7. When an organisation needs to change, it should get rid of all staff over 50 
8. It's very enjoyable when colleagues of all ages get together for social events* 
9. Older people have just as much enthusiasm for work as younger people* 
10. Being around older colleagues makes me worry about ageing myself 
* denotes reverse scored 
Following the principle that a higher score should indicate a more ageist 
viewpoint, most of these statements were reverse scored. 
This subscale therefore contains the following elements: 
" Age should be irrelevant to whether people are hired or promoted, versus 
`getting rid' of older staff who may represent an obstacle to change 
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" The potential creativity, enthusiasm, and productivity of older workers, 
versus younger ones 
" Enjoyment of working and socialising with a wide age range of colleagues 
" Perceived threat to one's personal comfort, from having older colleagues 
around; this appears to represent the 'health threat' referred to in writings 
about stigma and terror management, and which may be experienced 
when in the presence of people visibly older than oneself (Martens et al. 
2005; Stangor & Crandall, 2000; Zebrowitz & Montepare, 2000). 
This subscale correlated with Subscale I at r=. 509 and r= . 559 in Studies 3 
and 4 respectively. While these are strong correlations, the fact that they are 
not higher, indicates that as a construct Subscale 3 differs from Subscale 1. 
This is interesting given that some of the statements which loaded on to 
Factor (i. e. Subscale) 3 are almost the direct opposite of some contained 
within Factor/subscale 1: for example, 'Older people have just as much 
enthusiasm for work as younger people', which could be seen as almost the 
reverse of 'Older people haven't got the energy for the pace of today's 
workplaces' which has fallen within Factor/Subscale 1. Evidently participants 
in this study saw these as separate issues, even if related. 
We will now turn to subscale 2 which we have called for the moment `Older 
versus younger workers'. This, as has been discussed above, has behaved 
rather differently in terms of correlations with other scales. 
The items which fell into this second factor in the factor analysis, and which 
were retained after the reliability analysis, are shown in Table 7.17 below. 
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TABLE 7.17 
Items adopted for AAW2 scale -'Older and Younger Workers' 
1. If there's something difficult to be done at work, ask an older person to do it* 
2. Because of their long experience, older people work more efficiently than younger 
ones* 
3. When you need somebody really reliable, choose an older person to do the job* 
4. Older workers are better value for employers, as they stay longer in the job* 
5. Older employees are more reliable than younger staff* 
6. Older staff work much harder than younger staff* 
7. Younger people are more interested in developing their careers than being committed 
to their present job* 
8. With younger workers, their social lives are more important to them than their jobs* 
*reverse scored in order to make higher scores = more ageist 
The topics covered by the statements falling into this factor therefore were: 
" Older workers are more reliable, and efficient than younger workers, 
because of their long experience, including being able to handle more 
difficult tasks 
" They work harder and are better value for money, than younger workers 
" Younger workers are more interested in developing their (longer term) 
careers, and in their social lives, than in commitment to their present job. 
It has been quite hard to interpret this factor, as clearly, beliefs in the 
reliability of older workers, and the possible unreliability and lack of 
commitment of younger ones, are not incompatible with 'Ageist' views as 
measured by AAW1 and by the FSA, in the sense that it appears possible for 
an individual to hold 'Ageist' views (against both younger and older workers) 
while at the same time admitting that both older and younger workers may 
have certain merits and be useful in certain contexts. Some of the views 
represented by these scale items could be interpreted as 'ageism against 
younger workers', but the other scale items are more overtly concerned with 
the ostensible merits of older workers. The following discussion will therefore 
look at two possible interpretations: first that this potential construct 
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represents a kind of 'benevolent ageism' in relation to older workers, and 
second, that it represents ageism against younger workers, and that those 
who agree with the items might be the type of person who disparages 'young 
people nowadays'. 
Looking first at the possibility of 'ambivalent ageism': such 'ambivalent' views 
(containing both benevolent and hostile elements) have been found in the 
past, in studies of employers' attitudes towards older workers, as reviewed in 
Chapter 2. For example, Taylor and Walker (1994,1998) found that while 
older workers are regarded by employers as having 'a lot of mileage in them', 
being 'productive', and 'reliable', they are much less likely to be regarded as 
receptive to training, adaptable to new technology or interested in 
technological change. More recently, a 2001 study by NOP for the 
Department for Work and Pensions found similar views, with around 60% of 
employers saying that older workers were 'more experienced', and about 
33% saying they are 'reliable'; and the main weaknesses of older workers 
were viewed as 'inflexibility and resistance to change' (21-27% across three 
waves of fieldwork), lack of computer skills/ cannot adapt to new technology 
(8-14%), potential for ill health (10-15%) and lack of physical fitness (7-12%). 
Younger workers were regarded as enthusiastic (about 25% of respondents 
saying that), flexible (20%) and energetic (17%); but likely also to be 
unreliable (11-21%) less loyal (16-21%), only interested in furthering their 
careers (9-14%) and inexperienced (15-22%) (DWP, 2001, pp. 131-4). 
The components of the AAW2 subscale extol the virtues of older workers, but 
at the same time, cannot be said to call for genuine equality of opportunity. It 
is possible to interpret these statements, grouped together, as somewhat 
patronising to older workers, in the sense of valuing them for being good, 
reliable workers, but employing them for reasons of organisational self- 
interest (such as their being better value for money, more reliable, staying 
longer in the job) rather than because of a genuine belief in diversity and 
equality. Some British organisations, notably certain retailers such as B&Q 
and Waitrose, have emphasised their enthusiasm for employing older staff, 
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but it appears that these are confined to rather low-level, part-time jobs 
without significant promotion or further career prospects (which may well 
conform to the employees' own desires and expectations). Such employment 
policies are not, therefore, hard evidence of absence of ageism in an 
organisation. It could be seen as akin to employing women because of, say, 
their supposed manual dexterity, or conscientiousness, yet confining them 
(because of the value of these skills) to low level jobs such as assembly line 
worker or typist. 
Simone de Beauvoir comments in her book "Old Age" (1970) that "The 
characteristic mark of the adult's attitude towards the old is its duplicity. Up to 
a certain point the adult bows to the official ethic of respect for the aged...... 
but it is in the adult's interest to treat the aged man as an inferior being and to 
convince him of his decline. He does his best to make his father aware of his 
deficiencies and blunders so that the old man will hand over the running of 
his affairs, give up advising him and submit to a passive role" (1970, p. 245). 
While she was writing at this point about younger men's relationships with 
their fathers, the point about "duplicity" (the overt profession of respect for 
older people, combined with the (covert) scheming to remove them from 
positions of responsibility in the workplace where they may compete with the 
('fitter') younger people) is highly relevant to what may happen in workplaces 
of the present day. 
It is tempting to compare this ambivalence in ageism, with the "ambivalent 
sexism" concept extensively developed by Glick and Fiske (e. g. 1996,2001). 
They distinguished 'hostile' from 'benevolent' sexism and developed the 
Ambivalent Sexism scale, with subscales to measure each of these 
constructs. While 'hostile sexism' includes statements relating to various 
'complaints' about women and their behaviour, from a male point of view, 
'benevolent' sexism consists of statements which relate to an over-protective, 
patronising view of women, depicting them as objects of exaggerated male 
respect and affection, but at the same time as beings who need physical and 
financial protection by (stronger) men. Glick and Fiske (1996) defined 
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'benevolent sexism' as "A set of interrelated attitudes toward women that are 
sexist in terms of viewing women stereotypically and in restricted roles, but 
that are subjectively positive in feeling tone (for the perceiver)" (1996, p. 491). 
They further say that "despite the positive feelings.... Its underpinnings lie in 
traditional stereotyping and masculine dominance.... and its consequences 
are often damaging" (1996 pp 491-2). They review a variety of evidence for 
the existence of benevolent sexism, which includes protective attitudes, such 
as considering women to be the 'weaker sex', as well as treating women with 
reverence as wives and mothers, and idealizing women as romantic love 
objects (Guttentag & Secord, 1983). 
If AAW2 related to this kind of 'benevolent' prejudice, it would be difficult to 
predict how the scale might relate to other measures of prejudice such as 
sexism or racism, or to the other constructs included in this study such as 
Social Dominance Orientation. It would be necessary to conduct further 
research using the existing Ambivalent Sexism (Glick & Fiske 1996,2001) 
and Modern Racism (McConahay, 1996; Swim et al., 1995) scales for 
comparison. In the present research we might however expect those 
agreeing with the items also to be the older participants in the sample. The 
items were reverse scored for the purposes of the analysis, in order to follow 
the principle that a higher score was more 'ageist' against older workers. 
Therefore, we would expect a negative correlation with participant age. This 
is in fact what was found both in Study 3 and Study 4: quite strong negative 
correlations of -. 38 and -. 43 respectively, p<. 001 for both. 
It does not take a great leap of imagination to see the similarity of such 
attitudes with the view of older people as deserving of respect, possessing 
wisdom and experience in larger quantities than younger people, yet 
somehow also lacking in competence to perform certain types of tasks, 
especially in the workplace. The work of Cuddy and Fiske (2002; Cuddy, 
Norton & Fiske, 2005; Fiske, Xu, Cuddy & Glick 1999), including summing up 
the stereotyped view of older people with the phrase `Doddering but dear' 
(the title of their 2002 article) provides ample evidence of the view of old 
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people as warm but incompetent (see also Abrams & Houston, 2006), 
perhaps not a fortunate combination for the promotion prospects of older 
people in the workplace. Westerhof and Tulle (2007) have reviewed the 
discourses of ageing found in the media and social policy documents, and 
found that these reinforce the notion of older people as deficient in health and 
productivity, and likely to be in need of 'support' and considerate treatment. 
We therefore believe that to call this construct 'Benevolent ageism' would be 
justifiable. Yet, neither the concept of 'benevolent ageism', nor that of 
'ambivalent ageism', have apparently entered the psychological literature to 
any significant extent, as a search of Psychlnfo (22nd March, 2007) produced 
no results; and even a Google search (23rd February 2008) for the phrases 
produced just two results, and those were not from the field of psychology. 
The only psychological reference found was in Ray, Sharp and Abrams 
(2006, pp. 53-55) who discussed the issue and also compared it to Glick and 
Fiske's (1995,2001) 'ambivalent sexism' concept. However, since the 
Ambivalent Sexism inventory was not included in the present study, the point 
will not be further laboured; but it does seem worthy of further investigation. 
However, if we interpreted AAW2 as expressing negative views about 
younger workers, we would make some additional predictions. This would 
mean that those agreeing with the scale items did so because they 
questioned the value of younger workers. Disagreeing with these items could 
come about because a person was a true 'liberal', and believed that age had 
no relevance to a person's competence, or otherwise, at work. Bearing in 
mind again that the scale was reverse scored to make a higher score more 
ageist towards older workers, this would mean that a high score would be 
achieved by those who disagreed with the items because they did not wish to 
disparage younger workers. We might expect this to correlate: negatively 
with age (because younger people would score higher on the scale); 
negatively with Neosexism (Tougas et aL, 1995) and Social Dominance 
Orientation (Pratto at a1., 1994), because people thinking age is irrelevant to 
a person's value at work would also be likely to be non-sexist and unlikely to 
believe in the principles of 'social dominance'. What was found here was: a 
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significant negative correlation with participant age, as already described 
above, and significant, though not strong, negative correlations with Social 
Dominance Orientation and Neosexism (r= -. 14 and -. 18 respectively, p<. 01 
for both). We would not make any particular predictions about correlations 
with Work Locus of Control or Trait Anxiety. 
The data available at present do not permit a clear interpretation of this 
AAW2 subscale. It therefore appears of limited usefulness in its present 
form: further development work could be conducted, perhaps including 
refinement and rewording of the items to distinguish clearly between the 
notions of praising older workers for their recognised qualities, and criticising 
younger workers for lacking those qualities, rather than making the 
statements comparative. Other constructs could be included, particularly the 
Ambivalent Sexism and Modern Racism measures. However, there was not 
the opportunity to do this within the present PhD research programme, and 
these questions remain for future examination. 
In the present case, the factor analysis has given rise to one subscale 
(AAW1) which is clearly about 'General workplace ageism', and which 
includes statements clearly expressing preference for younger people in the 
workplace for a variety of reasons; and another (AAW3) which relates to 
acceptance, or otherwise, of age diversity in the workplace. These correlated 
at . 51 and . 56 in Studies 3 and 
4 respectively, p<. 001 for both. There were 
no significant correlations between the second subscale and the other two, 
which does strongly suggest that these are measuring different constructs. 
Depending on how one interprets AAW2, the lack of correlation between it 
and AAWs 1 and 3, implies that it is perfectly possible for a person to hold 
subjectively highly 'benevolent' attitudes towards older workers, valuing 
qualities such as their maturity or experience while still believing that they are 
incapable of learning new skills, and should not compete with younger 
candidates for challenging jobs (for example). Alternatively, it is entirely 
possible that a person could be 'ageist' against both older and younger 
people at the same time. 
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It is, perhaps, surprising that the Fraboni Scale of Ageism did not correlate at 
all with participant age in Study 3. Fraboni et al. (1990) did not report any 
relationship with participant age, and in fact their (Canadian) sample was 
younger than the present one (mean age 31.2, range 16-65, s. d. not 
reported). Rupp et al. (2005) however, did find significant negative 
correlations with age, on (American) samples younger still (mean ages 22.6 
and 22.2 years, range 17-58, s. d. s not reported). It is possible that cultural 
differences between the UK, Canada and the USA explain this discrepancy, 
whether in terms of attitudes to elderly people, or in terms of different 
emotional response to the wording of the FSA items; but it is also possible 
that in the present questionnaire, having completed a 65-item list of 
statements about older people and work, before completing the FSA, 
participants were somehow 'sensitised' to issues about older, or even very 
elderly people, and that therefore even younger participants were reluctant to 
express 'ageist' views. Another possibility is that the older participants in 
Study 3 did not 'see themselves' as 'older' and therefore did not particularly 
empathise with the elderly people referred to by the FSA items. Alternatively, 
'ageist' representations may be so dominant in British society that people of 
all ages are influenced by them. 
In particular, it is noteworthy that the mean scores on nearly all the scales 
were rather low. Three scales (AAW 3- Age diversity; Social Dominance; 
and Neosexism) displayed significant degrees of positive skew in Study 3, 
and Trait Anxiety did so in Study 4; and AAW 3 also displayed positive 
kurtosis in Study 3 but not in Study 4 (see Tables 7.8 and 7.9 on page 347). 
It is possible that if the study were repeated on a sample of the general 
population, that a wider distribution of answers would be found, and different 
results would emerge in terms of the correlations between the scales. 
However, comparing the present results with published results of earlier 
development work on the scales, where available, Table 7.18 indicates that 
the scores in the present study resembled those obtained in earlier studies, 
with the notable exception of Neosexism, where at a mean of 2.01, the 
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present score was considerably lower than those found by Tougas et al. in 
1995. A possible explanation for this difference could be that the climate of 
opinion on sexism has moved on considerably in the 11 years between the 
two studies; another possibility is a general cultural difference between the 
present sample, and US undergraduates in the 1990s. 
TABLE 7.18 
Comparison of Present Results with Earlier Research 
Scale Mean, Mean, Results from earlier research 
Study 3 Study 4 
FSA 1.69 NA Rupp eta!. (2005): mean 1.82 (one sample of US 
undergraduate students) 
Fraboni et al. (1990): mean 1.99 (heterogeneous sample 
of Canadian students and others) 
WLCS 36.85 30.25 Spector (1988): range 36.8 - 41.7 -6 samples of US 
employees and managers in various organisations 
Social 2.34 NA Pratto at al. (1994): 12 samples US college students, 
Dom. ran a 2.31-3.13 
Neo- 2.01 NA Tougas at al. (1995): 2 samples of US undergraduate 
sexism students, 3.04,3.31 
Trait 39.31 37.40 Caci at a!. (2003): sample of French students 41.93 
Anxiety Krohne at a!. (2002): sample of US students - 34.66; 
German students - 39.38 
7.14 LIMITATIONS OF THIS STUDY 
In terms of developing a scale for the measurement of workplace ageism, the 
main limitation of Study 3 was perhaps that its participants were not all 
managers within organisations, but the sample included a variety of people, 
the criteria for participation being first that they had to have been, at some 
time, employed, and second that they had to be either British nationality or 
have lived in Britain for at least five years. However, the sample of managers 
used in Study 4 produced a similar result both in terms of the Exploratory 
Factor Analysis and in terms of the correlations between the AAW subscales 
and other constructs.. 
Another limitation of Study 3 was that the questionnaire was of necessity 
rather long, and it is possible that some potential participants were deterred 
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by its length, from completing it. An online data collection method was used, 
and it is conceivable that this medium deterred some people from taking part, 
although this seems unlikely, as it is arguable that the online questionnaire 
method is actually easier for the participant than a paper questionnaire would 
be, since it obviates the need for posting or delivering the completed 
questionnaire. Study 4 used a much shorter questionnaire, also online, 
though some participants still found it too long, possibly because they were 
completing it while under time pressure at work. 
Study 4, as well as allowing the factor structure to be examined on a different 
kind of sample, also presented the opportunity to relate Ageist attitudes in a 
work context, to actual decision making behaviour about potential candidates 
for employment, albeit in a simulated fashion. This is reported in Chapter 8. 
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CANDIDATE SELECTION AND AGE: AN EXPERIMENTAL STUDY USING 
CHOICE-BASED CONJOINT ANALYSIS 
8.1 BACKGROUND 
As has been explained in Chapter 7, the intention was to carry out an 
experiment related to the process of decision-making which managers and 
other employment gatekeeper go through when making decisions about staff 
appointments, such as selecting candidates to short-list for interview. In 
particular, it was intended to create an experiment in which participants 
would make 'decisions' about potential candidates, to enable the influence of 
candidate age on the 'decision' to be identified. The decisions, as the 
dependent variable, would then be related to participants' attitudes in relation 
to the employment of older workers. The latter would be measured by the 
scale about Ageism At Work, the development of which was the purpose of 
the previous study. It was hoped that by creating an experiment which would 
relate decisions about the employment of older workers not only to the 
attitudes of decision-makers, but to certain aspects of the working 
environment into which candidates were to be recruited, light could be shed 
upon the circumstances in which ageism occurs in the workplace generally 
and in the recruitment process in particular. 
As discussed in Chapter 2, there is a considerable amount of evidence that 
older people are evaluated negatively in western societies in general, and in 
the workplace in particular, with older workers being evaluated in terms of 
`ageist' stereotypes, in spite of substantial evidence that if there is any 
relationship between increasing age and job performance, it is a positive one 
(Baugher, 1978; McEvoy & Cascio, 1989; Warr, 1993; Yearta & Warr, 1995). 
Ageism in the workplace has been reported as being experienced by many 
workers both in the UK and USA (e. g. Berthoud & Blekesaune, 2007; 
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MaturityWorks, 2003; Montenegro, Fisher & Remez 2002; TheLadders. com, 
2005). 
Further, an experimental study by Avolio and Barrett (1987) found that, when 
evaluating an audio tape of a simulated job interview, participants gave 
higher ratings to the 'candidate' when they believed he was aged 32, than 
when they believed he was 59, even though the qualifications were the same 
for both candidates. Thus, it appears that 'ageist' opinions and behaviour are 
both prevalent in occurrence and insidious in effect. 
The first and second (qualitative) studies in this PhD research programme, 
found that, in summary: 
1. There was stigmatizing of older people in the workplace. 
2. Some employment gatekeepers freely admit to using age as a way of 
sifting out applicants for jobs i. e. discriminating against older applicants. 
3. Older workers are evaluated according to ageist stereotypes, including 
the assumption that they will be lacking in energy and enthusiasm, 
resistant to change, or unwilling to receive training to update their skills. 
4. Older people are also judged - purely because of the supposed age 
difference - to be less likely to mix well socially with younger team mates 
and, in service industries, younger managers in client companies. Hence 
they may be viewed as threatening the relationships with client 
companies and hence threatening business targets. In industries where a 
'youthful image' seems to be important, the position of older workers in 
'frontline' positions can be precarious. 
5. It is also assumed by some that older workers (even those as young as 
50) will be 'looking forward to retirement', hence winding down and giving 
higher priority to hobbies and non-work commitments, and unwilling to 
contribute the hours and commitment level widely viewed as necessary 
these days. 
6. This also relates to the way in which the 'career course' is conceptualised, 
(see Chapters 5 and 6) with expectations of a rapid rise in the twenties 
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and thirties to reach - depending on the organisation -a peak in the late 
thirties and early forties. Thereafter, careers seem to be expected to 
plateau, and generally to decline after 50 or so towards some form of 
'downshifting', a change in work-life balance, and eventual retirement. 
(This is not necessarily how people's careers actually progress, but it 
does seem to be the currently accepted concept of the career course, 
among employment gatekeepers and some older employees. ) 
7. There was evidence from the qualitative studies (see Chapters 5 and 6) 
that 'work' today is sometimes constructed as involving high stress and 
requiring high levels of commitment and energy in order to meet 
demanding targets, deal with competition, cut costs, and cope with other 
forms of pressure. In this context older workers may be viewed as worse 
value for money, and as posing a higher risk to employers than younger 
workers. In that context, older workers are viewed as a potential threat to 
productivity. 
8. Factors mitigating workplace ageism appear to include: 
" being in work environments where there are skill shortages such that 
employers cannot be so choosy about whom to employ; 
" possessing highly specialized, demanded skills; 
" being at a high level of seniority where you are to some extent in 
control of the organisation's employment policy; 
" being in a field where it is an advantage to be older, or where being 
older is viewed as necessary in order to have the credibility or 
'gravitas' required to do the job; 
8.2 OBJECTIVES AND RESEARCH QUESTIONS FOR STUDY 4 
The intention of Study 4 was further to examine issues concerning the 
decisions of whether or not to employ older workers, and particularly to look 
at the extent to which a threat theory of stigma aetiology provides a 
framework which could explain workplace ageism. Hence in Study 4 further 
research was conducted among employment gatekeepers such as 
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personnel/HR managers, other managers and others who may make, or 
influence, decisions about recruitment. 
Study 4 examined whether a work situation characterised by high stress - 
and therefore where a threat (such as to the achievement of a demanding 
target) might be perceived from an older worker - differs from a lower stress 
work situation, in terms of employers' willingness to consider an older 
applicant. If this were found to be so, it would provide further support for the 
'Threat' theories of stigma and prejudice aetiology (e. g. Stangor & Crandall 
2000; Stephan & Stephan 1985,2000) and thus help to explain when ageism 
occurs in the workplace. 
It was also intended to examine some of the factors which may moderate an 
'ageist' response to candidates for jobs, in terms of applicant characteristics. 
Gender was one such factor; and another was the issue of the candidate's 
having had recent training, and therefore possessing more up to date skills. 
(This was one of the strategies which, it was found in Study 1, older workers 
deploy to defend themselves against potential ageism - see Chapter 5. ) 
Because of the assumption, which was found among some employment 
gatekeepers in Study 2, that older individuals would have family 
commitments, hobbies and other interests which might 'distract' them from 
work, the issue of 'competing commitments' was also examined in the 
present study. 
Participant characteristics and attitudes which may predict an ageist 
response, were also thought desirable to include, in particular, 'ageism', and 
'tolerance of stress'. (The reason for wishing to include some measure of the 
latter has been explained in Chapter 7. ) 
8.3 CONTENT OF THE PRESENT STUDY 
The fourth study therefore examined the choices made by employment 
gatekeepers, in the context of selecting candidates for short-listing for a 
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potential job. It postulated two organisational scenarios, higher and lower 
stress. It related the choices made between potential 'candidates', who 
differed in terms of gender, age, recency of relevant training, and extent of 
non-work commitments, to decision-maker attitudes to age in the workplace 
(Ageism at Work scale) and personality characteristics (Trait Anxiety and 
Work Locus of Control). 
8.4 RESEARCH QUESTIONS 
" How salient would applicant age be, in the context of selecting candidates 
for a short-list, as compared to other applicant characteristics: gender, 
recency of qualifications, and extent of apparent commitments outside 
work? 
" Would age be more salient in a work environment involving apparently 
higher stress, than in an apparently lower stress environment? 
" Would the salience of age differ according to whether the candidate was 
male or female? 
" Would individuals who appeared more 'ageist' (as measured by the 
scales for which development began in Study 3), actually make more 
'ageist' decisions? That is, would applicant age be more salient to them 
than to less ageist individuals, and would they be less inclined to shortlist 
older candidates? 
" Given that males have been found to exhibit more ageism than females 
(Fraboni et al., 1990; Rupp at al., 2005), would male participants in this 
study actually make more ageist decisions (i. e. would age be more salient 
to their decisions, and would they be less inclined to shortlist older 
candidates) than female participants? 
" Would older decision-makers make less ageist decisions than younger 
ones (as found by Rupp et al., 1995)? 
" Similarly, and building on the findings of Study 3, would those with higher 
tendencies to suffer from anxiety (as measured by the Trait Anxiety 
element of the STAI - State-Trait Anxiety Index), or those with a more 
external Work Locus of Control, make more ageist decisions, and would 
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age be more salient to their decisions? (Work Locus of Control (Spector, 
1988) being the extent to which a person may believe that work-based 
outcomes for themselves are under their own control (internal locus of 
control) or controlled by others (external locus of control)). 
8.5 HYPOTHESES 
The above questions lead to the hypotheses explained below. 
First, given the apparent prevalence of `ageist' opinions of older workers in 
earlier research (e. g. DWP, 2001, Taylor & Walker 1994), and the apparent 
importance of age to the participants in Study 2, in terms of evaluating 
candidates, it was hypothesized that: 
Hypothesis 1: Age will be the most important attribute, overall, in 
evaluating job applicants. 
Next, given the apparent concerns by participants in Study 2, that older 
workers would be less useful in terms of meeting targets, it was hypothesized 
that: 
Hypothesis 2: Age as a factor in evaluating candidates will be 
more important in a higher stress work situation than in a lower 
stress situation. 
and that: 
Hypothesis 3: Older workers (those aged 45 and 55) will be less 
attractive in a high stress work situation, than in a lower stress 
work situation. 
Fourth, given the findings (e. g. Duncan & Loretto, 2004; Loretto, Vickerstaff & 
White 2005; Perrons & Sigle-Rushton, 2006) that older female workers 
suffer even more workplace ageism than males, it was hypothesized that: 
Hypothesis 4: Age will be more important in relation to female, 
than to male, applicants, that is, as age increases, the relative 
disadvantage will be greater for females than for males. 
Chapter 8 373 
Fifth, given that both Fraboni et al. (1990) and Rupp et al. (2005) had found 
less ageism, using the Fraboni scale of ageism (FSA), among women than 
among men, Hypothesis 5 states: 
Hypothesis 5: Age will be less important to female participants, 
than to males, and females will be less negative about older 
candidates, than males. 
Next, given that Rupp et aL (2005) had also found a significant (though weak) 
negative correlation between Ageism (as measured by the FSA) and 
participant age, it may be hypothesized that:: 
Hypothesis 6: Age will be relatively less important to employment 
decision making, the older the participant. 
The qualitative studies found that it might be considered that older workers 
lacked up-to-date knowledge and training, and might have responsibilities 
and interests outside work which would conflict with their commitment to 
work. This has led to the following hypothesis: 
Hypothesis 7. A candidate's having had (a) recent training, and 
(b) lacking commitments which might compete with work, will 
mitigate the effects of age on employment desirability. 
The possible relationship between 'ageist' attitudes and discriminatory 
behaviour leads to the next hypothesis: 
Hypothesis 8: There will be a positive relationship between 
Ageism at Work (AAW) and reluctance to employ older workers, 
in that people scoring higher on Ageism at Work will (a) be less 
willing to shortlist candidates aged 55, and (b) will ascribe more 
importance to age as a dimension of candidates, than those 
scoring lower on Ageism at Work 
Based on Study 2 and the apparent relationship between feeling pressured to 
meet workplace targets, and reluctance to employ older workers (possibly 
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because of the perception that they will contribute less to those targets) it 
was wished to include a measure of what might be called 'tendency to suffer 
from stress' (the Trait Anxiety Inventory as developed by Spielberger, 1995). 
This was explained in Chapter 7, as was the inclusion of the 'Work Locus of 
Control' measure (Spector, 1988). Hence it was hypothesized: 
Hypothesis 9: Participants with a higher level of tolerance of 
stress will be more willing to consider employing older workers, 
than those with a lower tolerance of stress, as measured by the 
Trait Anxiety Inventory (Spielberger, 1995), as used in Study 3. 
Hypothesis 10: Participants with a high internal work locus of 
control will be more willing to consider employing older workers, 
than, those with a higher external Work Locus of Control 
(Spector, 1988). 
8.6 METHOD 
8.6.1 Introduction to Conjoint Methodology 
The prime consideration for the methodology of Study 4 was to minimise the 
risk of 'socially acceptable' responding. It is becoming far less acceptable to 
express prejudiced attitudes (e. g. Swim et al., 1995) and in October 2006, 
not long before the start of fieldwork for this study, it became illegal in Britain 
to discriminate on age grounds in a work context (The Employment Equality 
(Age) Regulations 2006). Therefore, there was a need to disguise the fact 
that age was the main subject of interest in this research. 
The 'vignette' style of research was considered relevant, in that there was a 
need to simulate the types of decision process which employment 
gatekeepers go through when deciding between candidates for shortlisting 
for interview. By using vignettes, one can 'create' a variety of hypothetical 
candidates, by systematically varying the combinations of their 
characteristics. However, in normal circumstances it would be unrealistic to 
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expect participants to evaluate more than a handful of candidates, perhaps 
five or six, within one research study. 
In order to overcome this limitation, and to maximise the extent to which 
different variables could be combined, in the fashion of vignettes, it was 
decided to use a research method known as Conjoint Analysis. Conjoint 
Analysis was first devised over 40 years ago by Luce and Tukey (1964) as a 
way of simultaneously measuring responses to various combinations of 
characteristics of an object. The approach is rooted in economic theory: 
firstly, Lancaster's characteristics theory of value (Lancaster, 1966, cited in 
Bateman et al., 2002, p278. ) which "says that any good can be described as 
a bundle of characteristics, and the levels they take" secondly, it is linked 
with economic theory via random utility theory deriving from Luce (1959) and 
McFadden (1973) (both cited in Bateman et al., 2002) which proposes that a 
decision-maker's preferences can be represented by a 'utility function' which 
derives from that individual's evaluation of the relevant attributes, or 
characteristics, of a 'good' and the 'levels' which those attributes may take. 
Bateman et al. (2002, pp 278-289) provide a technical explanation of the 
theory behind the method. The method has been extensively used in 
commercial market research (see Green & Srinavasan, 1978), since it 
permits participants to make an overall judgment about the attractiveness, or 
relative value, of an item, which may differ from others in a comparative set, 
on a number of different dimensions or attributes. An example given by 
Green and Wind (1975) concerns asking US consumers to make the choice, 
within each trial, between three options for car tyres: 
" "Goodyear's, with a tread life of 30,000 miles at a price of $40 per 
tire; the store is a 10-minute drive from your home 
" Firestone's, with a tread life of 50,000 miles at a price of $85 per 
tire; the store is a 20-minute drive from your home 
" Sears's, with a tread life of 40,000 miles at a price of $55 per tire; 
the store is located about 10 minutes from your home. " (Green & 
Wind, 1975, p. 107). 
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In the case above, therefore, the attributes are: 
" brand: Sears's, Firestone's or Goodyear's (3 levels) 
" tread life: 30,000 miles, 40,000 miles or 50,000 miles (3 levels) 
" price: $40, $55, $85 (3 levels) 
" distance of store from home: 10 minutes' or 20 minutes' drive (2 levels). 
In such cases, the research participant reacts to the combination of 
attributes, and their levels, in a holistic way, but it is possible, through 
conjoint analysis of the choices they make between a number of 
combinations of options, to find out which attribute is most important in 
determining their overall preference, and which attributes are `traded off 
against other attributes. For example, participants may be asked to choose 
which of a pair of options they prefer, and this task is repeated a number of 
times with the combinations of the options' features being systematically 
varied. During the analysis, the method "performs the rather remarkable job 
of decomposing his or her original evaluations into separate and compatible 
utility scales by which the original global judgments (or others involving new 
combinations of attributes) can be reconstituted. " (Green & Wind, 1975, 
p. 108). This method provides important information about the relative 
importance of various attributes of the product, or service, being researched, 
on the basis that the consumers of the product or service will try to maximize 
their overall satisfaction (in this context, known as 'utility') when making their 
selection. 
Within the academic field the method has not been so extensively used, and 
its merits seem to have been largely overlooked. Poortinga, Steg, Vlek and 
Wiersma (2003) used the method in an evaluation of Dutch householders' 
preferences between possible energy-saving measures, and found that 
householders were more willing to use measures for saving energy in the 
home, than to save energy in terms of their use of transport, and that amount 
of energy saved by any measure was far less important to these 
householders than the strategy to be used for energy saving: they preferred 
the concept of adopting more energy-efficient products, rather than changing 
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behaviour or reducing consumption of the 'goods' provided by those 
products. Phillips, Maddala and Johnson (2002a) used a conjoint method to 
assess the acceptability of various types of HIV testing, which varied in terms 
of cost (various price levels), location (public clinic, doctor's office, home), 
privacy and anonymity (results given in person, or not linked to name), 
accuracy and time taken to obtain results (more time taken linked to greater 
accuracy of results), counselling (offered/not offered) and method of sample 
collection (draw blood from vein, mouth swab, urine sample, finger prick 
blood sample). In this example, the attributes in the conjoint analysis were 
the dimensions along which the tests varied (cost, privacy, location, method 
of sample collection, etc. ) and the levels were (for each attribute) the different 
options which existed (e. g. the levels for the attribute "location" were: public 
clinic, doctor's office, home). The analysis generates a series of 'utilities' for 
each attribute and level, and also permits examination of differences between 
sample subgroups (depending on sample size, of course). 
Phillips et al. (2002a) found that participants preferred: public clinic location, 
sampling via mouth swab or urine sample, immediate and highly accurate 
results, and privacy with anonymity for delivery of the results. They disliked, 
for example, the idea of tests at doctors' offices, blood sampling (by either 
method), waiting 1-2 weeks for results, or the results being less accurate. To 
some extent respondents were willing to pay for greater accuracy and speed 
of results. They would be willing to pay $10 for an instant home HIV test, an 
option which at the time of the research was not available in the USA. 
Thus the conjoint analysis method permits a number of different attributes to 
be evaluated, in different combinations, and the contribution of each attribute 
to the decision process to be measured, all in one 'operation' involving a 
series of fairly simple trials for the participant. The conjoint method was 
considered suitable for the present study for a number of reasons. First, the 
earlier (qualitative) research in this PhD programme had identified that in 
terms of selecting candidates for possible jobs, not only were the 
characteristics of age and gender potentially important, but other aspects 
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concerning recency and relevance of qualifications, and personal 
commitments outside work, were mentioned as pertinent aspects. In 
particular, it was found that an explanation for not preferring an older 
candidate might include expressing doubts about the relevance of their 
experience or the recency of their qualifications, and concerns about the 
extent of their personal interests or family commitments, which might 
'interfere' with their dedication to their job, particularly if associated with the 
concept of 'coasting to retirement', or 'winding down' one's career. There 
were therefore several dimensions, or attributes, which might be included in 
the research. 
Second, it was believed that, as far as possible, participants in the present 
study should be unaware that age was the prime attribute of interest. The 
inclusion of other dimensions in a randomised design makes it possible to 
disguise the prime interest of the research, as will be further explained below. 
Third, it was felt that the task presented was reasonably realistic, in the 
sense that certain key pieces of information were given to participants, on the 
basis of which they could judge which of two hypothetical candidates they 
would prefer to add to a shortlist of candidates for interview. (The choice 
between two 'candidates' is repeated in a randomised design, as will be 
explained below. ) While the information provided in this research did not fully 
equate to that provided on an application form, it seemed to be a reasonable 
representation of the way in which employment gatekeepers may 'sum up' a 
candidate, especially when sifting through large volumes of applications in 
order to draw up a shortlist. Indeed, some participants in Study 2 were open 
about their use of such strategies to 'weed out' candidates from a large 
number of possible interviewees (see Chapter 6). However, it is recognised 
that the method did not directly 'simulate' this decision-making process, 
which, in the mid 2000s in Britain, is subject to various legal restrictions about 
the types of information (such as age, gender, ethnicity) which may be asked 
for on application forms. 
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8.6.2 Which conjoint method to use 
There are, however, several different approaches to conjoint analysis, each 
with their own advantages and drawbacks. An extensive discussion of this 
subject, providing valuable guidance on choosing between conjoint 
methodologies, is given by Pearce and Özdemiroglu (2002). For this study it 
was believed appropriate to use: 
" Stated preference, in which participants are asked to say which option 
they prefer, rather than 'revealed preference' in which their preferences 
are 'revealed' through (for example) an actual purchase of one item rather 
than another. 
" Choice modelling, in which participants are asked to make firm choices 
between two or more alternatives, rather than to rank order them or to 
assign 'values' to them (which is used in the alternative approach, known 
as 'contingent valuation). 
By asking participants to make a series of choices, between a series of 
options which systematically vary in terms of their combinations of 
characteristics, the contribution, or value, or in conjoint language 'utility', of 
each characteristic, can be assessed. Further, this is done without requiring 
the participant to make conscious judgements about the relative importance 
to him/her of these characteristics. The merits of this were commented on by 
Phillips, Johnson and Maddala (2002b), who evaluated conjoint analysis 
exercises against attitude surveys, and found that an attribute - in their case, 
price - rated relatively low in importance in an attitude survey, emerged as 
being of much higher importance, in the conjoint research, "which confirmed 
that respondents make decisions based on price more than might be 
apparent based on the attitude survey alone. " (Phillips et al., 2002b, p. 1671). 
The specific approach used is known as 'Choice Based Conjoint' or CBC. 
8.6.3 How attributes and levels are defined 
There are five key steps needed when developing a design for a conjoint 
analysis. These are usefully summarized by Phillips et al. (2002a, pp. 1699- 
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1700) based on the work of Louvidre, Hensher and Swait (2000). These five 
steps will be explained in relation to the design of the present study. 
Step 1: Defining attributes. 
Attributes, or dimensions along which the various options may differ, are 
often defined on the basis of literature reviews and earlier research. In this 
case, while literature reviews played a large part in defining the approach to 
the first two (qualitative) studies, the attributes in this case, except for age 
and gender, were defined from the findings of these first two studies. The 
attributes were: 
1. Age 
2. Gender 
3. Recency of receiving relevant training 
4. 'Level of commitment' to work, expressed in terms of a candidate's 
having more, or fewer, commitments outside the workplace. 
It was decided not to include other diversity variables such as race and 
disability, although it is highly probable that these may interact with age to 
further disadvantage older people from racial minorities or with disabilities. 
Dimensions such as race and disability were outside the scope of this thesis, 
and to include further dimensions would also massively have increased the 
workload on participants. 
Step 2: defining levels of each attribute. 
1. Age: four levels were used - 25,35,45 and 55. It was decided to use 
ages in the middle of an 'age decade' to try to avoid any influence which 
might arise from a perception that a candidate was approaching a key 
age, or approaching retirement. 
2. Gender: here the levels clearly were male and female. 
3. Training. The two levels were expressed as follows: 
Received recent training in relevant skills 
Received training in relevant skills, a few years ago 
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4. 'Commitment to work': here the two levels were expressed: 
[A person who] Has family commitments and other interests outside 
work 
[A person who] Has few commitments outside work 
The level of work commitment expressed in the phrases above was subject 
to a manipulation check, on a pilot basis, before fieldwork was commenced. 
Responses were obtained from 76 postgraduate students at the University of 
Surrey, and the two 'levels of commitment' were rated by participants in 
terms of the degree of commitment of the person described, to their job, 
using a five-point scale: completely committed to their job (5), very committed 
to their job (4), fairly committed (3), not very committed (2), not at all 
committed (1). A paired-samples t-test was conducted to evaluate the 
difference between the two descriptions of participants, in terms of their 
commitments to their job. There was a significantly higher level of job 
commitment attributed to the person with 'Few commitments outside work' 
(mean = 3.07, s. d. 0.55), than to the person with 'Family commitments and 
other interests outside work' (mean = 2.79, s. d. 0.64: t(74)=-3.87, p<. 001). 
The two types of individual were also evaluated in the pilot manipulation 
check, for their relative perceived productivity. The scale used was: 
extremely productive (5), very productive (4), fairly productive (3), not very 
productive (2), not at all productive (1). Here there was no difference 
perceived, between the person with few or no commitments outside work 
(mean=3.49, s. d. 0.67) and the person with family and other commitments 
(mean=3.60, s. d. 0.70): t (74)=1.27, p=. 21. This was interesting in that these 
manipulation check participants did not therefore seem to equate 
commitment to a job, with productivity in it. 
Step 3: Creating scenarios 
This step relates to the design of the study in terms of combining the different 
levels of attributes. How this is done depends on the numbers of attributes 
and levels thereof, and the question of whether some combinations of 
attributes and levels are impossible or in some way absurd (for example, a 
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person aged 18 with ten years' experience of work) so should be excluded. 
This possibility did not apply in the present case, as all possible combinations 
of the four attributes and levels were practical and believable. 
Step 4: Determining choice sets and obtaining preference data 
This involves determining the questions ('choice sets') and deciding how 
participants are to choose between them - whether they are to make a 
simple 'discrete choice' (e. g. Option A or Option B) or whether they are to 
rank order all options, or rate each option separately, for example for 
acceptability. In this study the discrete choice method was used, and as 
Phillips et al. (2002a, p. 1700) state, this method "more closely resembles 
many real life decisions and is consistent with random utility theory (Louvidre, 
Hensher & Swait 2000)". 
There are various types of conjoint analysis (see Orme, 2003 for a clear 
explanation) and of these the method known as "Full Profile Conjoint 
Analysis" was the most suitable for the present research. As Orme (2003) 
explains, Full Profile Conjoint Analysis is useful for measuring up to six 
attributes (in this study, we have four) and calculates a set of 'part worths' or 
'utilities' for each individual. "Full Profile" means that the participants see all 
the attributes and levels at the same time, which enables them to make up 
their minds as to which of the 'global' options they prefer, based on the whole 
picture (this is why it was mentioned above that participants answer on a 
'holistic' basis). The alternative would be to ask for choices to be made on a 
stepwise basis (such as 1. "Would you prefer Visa or MasterCard? " 2. 
"You've chosen Visa. Would you prefer a red or a blue Visa card? ") , but this 
is unrealistic when faced with a decision between products with particular 
combinations of features, or, as in this case, job candidates with particular 
combinations of characteristics. 
The Full Profile method further offers the option of 'Choice-Based Conjoint' 
versus 'Adaptive Conjoint'. Choice-based conjoint (CBC) merely asks the 
participant to choose which of two options they prefer (each option having a 
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particular combination of characteristics). Adaptive Conjoint (ACA) asks the 
participant to indicate strength of preference between the two options. In the 
present research, it was felt that the slightly simpler cognitive task presented 
by CBC was more appropriate, given that participants were already being 
asked to consider the candidates in terms of four attributes each with up to 
four levels (Huber, Wittink, Fiedler & Miller 1993; Pearce & Özdemiroglu, 
2002). 
Step 5: model estimation 
This step involves estimating preferences (utilities). There are various 
methods of performing this estimation, and as will be explained in Section 
8.7.2, in the present case the Hierarchical Bayes Analysis Method was used 
as it permits the estimation of utilities at the level of individual participants. 
8.6.4 The two conditions 
Because of the finding of Study 1, that resistance to employing older workers 
might relate to level of stress, or anxiety, which managers have about their 
own positions and targets, one of the independent variables in the present 
study was a 'higher' versus a 'lower' stress work condition. The two 
conditions were expressed thus: 
1. Higher stress* (Labelled in questionnaire `Organisation J') 
This organisation is in a highly competitive service industry in which price, 
and speed of service, are crucial. It is organised into teams which compete 
with each other in order to meet targets. Bonuses for meeting targets are 
substantial, but teams which do not meet targets receive only basic rates of 
pay. The position vacant is for a senior team member. 
2. Lower stress* (Labelled in questionnaire 'Organisation H') 
This organisation is in a traditional service industry in which prices are more 
or less standard. It is a well-established supplier which tends to be the first 
choice of clients because of its long reputation. Sales leads are allocated to 
client service executives on a 'next available' basis. Basic salaries are good, 
and bonuses are given on the basis of the performance of the whole 
company. The position vacant is for a senior client service executive. 
* These 'stress' descriptors were not included in the questionnaire. 
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As with the degree of commitment, these two conditions were validated in a 
pilot study, in terms of their interpretation as actually constituting higher or 
lower stress work environments. The conditions were rated in terms of their 
stress by 76 participants, mainly postgraduate students at the University of 
Surrey. Each condition was rated on a four-point scale: very stressful (4), 
fairly stressful (3), a little bit stressful (2), not at all stressful (1). A paired- 
samples t-test was conducted to evaluate the difference between the two 
organisation conditions, in terms of their perceived stress level. There was a 
significantly higher level of stress attributed to the 'Higher stress' organisation 
condition (mean = 3.64, s. d. 0.51), than to the 'Lower stress' organisation 
condition (mean = 1.97, s. d. 0.59: t(74)=19.47, p<. 001). 
8.6.5 Other constructs to be included 
Trait Anxiety: in view of the 'stressfulness' or pressure, of a workplace, being 
a key aspect of the research design, based on the findings of Study 2, it was 
thought important to include again the Trait Anxiety scale from Spielberger's 
(1995) State-Trait Anxiety Index. It will be recalled that in Study 3 this 
correlated positively and significantly with Subscales I and 3 of the Ageism 
At Work (AAW) scale there developed. 
Work Locus of Control: it was also decided to include, once more, the WLOC 
scale (Spector, 1988; Spector et al., 2002) as a measure of an individual's 
perception of aspects of his/her job which are related to stress and job 
satisfaction. This scale also correlated significantly and positively with the 
AAW subscales 1 and 3 (see Chapter 7). 
8.6.6 Fieldwork method 
While conjoint studies can be done without the aid of a computer, it becomes 
a laborious and drawn-out task and in my experience taxes the skills of even 
the most expert interviewer, leading to errors as well as making the interview 
long. The most appropriate way to conduct this fieldwork was considered to 
be online, in order that participants could use their own computers to 
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complete the questionnaire. (The merits and drawbacks of online methods to 
administer questionnaires have been discussed in Chapter 7. ) 
In order to conduct a conjoint study online it is necessary to use one of the 
proprietary programs published by a small number of software producers. 
The software available was reviewed, and an Academic License was 
purchased from Sawtooth Software Inc., by the Department of Psychology, 
University of Surrey. The Academic License is subject to certain restrictions 
of use, in line with its lower price compared with its price to commercial end 
users, but these restrictions were not such as to constrain the present study. 
8.6.7. Sample 
Sample Size 
Given that some difficulty was anticipated in obtaining enough participants for 
this study, it was important to establish the minimum sample size needed for 
the use of the method. This issue is considered by Orme (Johnson & Orme, 
2003; Orme, 2006) who provides (2006, p. 56) a formula for calculating 
minimum sample size, which depends upon the number of concepts the 
participants have to consider, and the number of choice tasks it is reasonable 
to ask them to perform. Error can be reduced not only by increasing sample 
size, but by increasing the number of tasks each participant performs - within 
reason. In the present study, 12 tasks per condition (two conditions were 
involved) was believed to be the highest number of tasks that participants 
could realistically be expected to perform, and on this basis it was 
established that a sample size of 166 would be sufficient. In the event a total 
sample size of 210 was obtained. 
Obtaining the sample 
Participants were contacted by various means: first, by circulating personal 
contacts of the researchers, and asking them to forward it to people they 
knew who might be eligible (snowballing method); second, several 
organisations were approached to take part in the study. Those 
organisations which agreed to take part were: Hampshire County Council; 
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East Sussex County Council; the Office of Fair Trading; and Marketing 
Sciences Ltd. 
Third, the web link was circulated to a limited extent within the University of 
Surrey, both to staff and postgraduate students (some of whom, being part 
time, also held responsible positions within organisations). 
Incentive for participation 
All participants were offered a summary of the results as an incentive for 
participating (see Appendix 4). Additionally, organisations which provided 
more than 30 participants (in the event, two organisations did so) were 
offered a tailor-made report which might assist them in understanding 
attitudes to age within their organisation. 
Samdle Definition 
In order to qualify for the study, participants had to have been involved to 
some extent in decision making about the selection of employees, or their 
promotion or training. This would include both Human Resources 
executives, and people who have line management responsibilities. Initially, 
we asked that this involvement should have taken place within the past year, 
or be expected to take place within the next six months. However, since the 
progress of the fieldwork was slow, the criterion was 'relaxed' to allow a 
person who had participated in such decision making within the past three 
years, to take part in the study. In the event, 85% had been so involved with 
employee selection; 70% with decisions about employee training; and 46% 
about employee promotion. Management responsibilities are illustrated by 
the fact that 79% of participants had at least one employee reporting to them, 
and 63% described themselves as being from middle or senior management 
of their organisation. Full details of the sample are given in Table 8.1. 
Sample Achieved 
The final sample achieved was 210. The mean age of participants was 
45.34, s. d. 10.19; 40% of the sample were male, 52% female and 8% did not 
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state their gender. The ethnicity was mainly White British - 80% of the 
sample so describing themselves. Table 8.1 gives details of the sample. 
TABLE 8.1 
Sample Composition 
Total N 210 % 
Age 
Up to 39 62 30 
40-49 51 24 
50-59 66 31 
60 or over 11 5 
Not stated 20 10 
Mean (years) 45.34 
s. d. 10.19 
Gender % 
Male 84 40 
Female 109 52 
Not stated 17 8 
Ethnicity % 
White British 168 80 
White other 11 5 
Mixed race 4 2 
Other 5 2 
Prefer not to say 5 2 
Missing 17 8 
Employment Decision Involvement In 
past ear/3 ears': 
% 
Selection of employee(s) 178 85 
Promotion of employee(s) 97 46 
Training of employee(s) 147 70 
Will be involved in next 6 months 4 2 
Number of Staff Reporting % 
None 28 13 
1-2 46 22 
3-5 46 22 
6-10 29 14 
More than 10 44 21 
Not stated 17 8 
Management Level % 
No management responsibilities 8 4 
Some management responsibilities 46 22 
Middle management 86 41 
Senior management 47 22 
Other 6 3 
Not stated 17 8 
Department % 
HR/ personnel 37 18 
Research/development 25 12 
Teaching, training 18 9 Table continues on 
next page 
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Administration 15 7 
IT, DP 5 2 
Sales, marketing 9 4 
Maintenance 5 2 
Other 79 38 
Not stated 17 8 
_Type 
of Organisation % 
Public Sector 140 67 
Local government 60 29 
Central government 22 10 
Armed forces/ police 3 1 
Education 32 15 
NGO, public sector 21 10 
NHS 2 1 
Private/ voluntary sectors 53 25 
PLC/ private sector 39 19 
Professional partnership 5 2 
Voluntary sector 5 2 
Other 4 2 
F 
Not stated 17 8 
* In most cases, answers refer to past year. Towards end of fieldwork, period was extended 
to 'past 3 years'. Multiple answers possible 
8.6.8 The questionnaire 
After establishing eligibility as described under "Sample Definition" above, the 
questionnaire moved on to collect data about participants' staff 
responsibilities, their department within their organisation, and the nature of 
their organisation. 
The Conjoint exercise then followed: participants were shown (via the online 
questionnaire) one of the following descriptions of organisations, 
representing the 'higher stress' organisation (J) and the 'lower stress' one 
(H). The task was introduced as follows: 
"Please read the description below of an organisation which is looking 
for staff (Description of first organisation followed. ) Thinking of this 
organisation described, please imagine that you are short-listing 
candidates for interview, based only on a summary of the information 
supplied on a standard form. You will be presented with a pair of 
candidates to choose between. For each pair presented to you, please 
choose which candidate of the two you would prefer, if you had no 
other choice. " 
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Participants completed the conjoint exercise for one organisation, and then 
the other. The order of showing the J or H conditions was randomly varied 
between participants, which was achieved by asking whether their birthday 
fell on an odd or even date; the system then automatically routed them to the 
conjoint task for one organisational description first, then continued with the 
second, with those with odd birthdates answering about J first, and those with 
even birthdates answering about H first. 
The conjoint task 
The combinations for this are generated automatically via the Sawtooth 
Software system, once one has entered the 'Attributes' and 'Levels' into the 
specification. One also has to specify the number of different combinations 
of these variables, that is, how many different 'versions' of the questionnaire 
were to be generated. Taking advice from the technical advice department of 
Sawtooth Software, and also following the guidance within the Handbook for 
the software, 200 different versions were specified, amounting to a different 
version for each participant. The task generation method was 'Balanced 
Overlap' using a seed of 1. This produced efficiencies approaching 1 (the 
maximum efficiency) which were very satisfactory. (A full explanation of this 
efficiency calculation can be found in the Handbook supplied with the 
software: see www. sawtoothsoftware. com. ) 
From the participant's point of view, the conjoint task amounted to being 
presented with a series of choices (12 for each condition) to be made 
between two potential candidates for short-listing. They viewed the 12 pairs 
of candidates for each condition, and made 12 decisions (choices between 
candidates) for the job in each hypothetical organisation (24 decisions in 
total). The order in which the 'attributes' were presented for each participant 
was randomly varied, that is, some would see the list presented in the order 
shown below, with age at the top of the list; others would see the list with one 
of the other attributes at the top. This was done in order to reduce the 
chances that - at this stage of the questionnaire - participants would realise 
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that age of candidate was of particular interest in this study. Table 8.2 below 
represents how the choice task appears to participants. 
TABLE 8.2 
Example of a Trial in the Conioint Task 
Candidate L Candidate R 
Aged 35 A ed 55 
Female Male 
Received training in relevant skills, 
several years ago 
Received recent training in relevant 
skills 
Has family commitments and other 
interests 
Has few commitments outside work 
Click if choose L Click if choose R 
A `button' was provided on which the participant clicked to indicate which 
candidate out of each pair was preferred. (Please see Appendix 4 for a 
paper representation of the questionnaire, although this cannot completely 
demonstrate how the questionnaire actually works online. ) 
Following the conjoint exercise, manipulation checks were conducted, 
repeating the questions as posed in the manipulation check pilot reported 
earlier, in terms of rating the two organisations for the level of stressfulness 
of the job, and rating the candidates with 'family commitments and other 
interests outside work' or with 'few commitments outside work' in terms of 
'degree of commitment' to their job. 
The questionnaire then continued with the Work Locus of Control scale 
(Spector, 1988) and the Trait Anxiety Inventory (Spielberger, 1995) as used 
in Study 3. These questions were followed by the Ageism at Work scales as 
developed in Study 3. For all these scales, the order of presenting the items 
to participants was randomly varied which is an option available within the 
Sawtooth Software. 
Finally, participants were asked to state their gender, age last birthday and to 
indicate which ethnic group they considered they belonged to. 
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Questionnaires were completely anonymous, except that if a participant 
wished to receive details of the results, their e-mail address was asked for. 
Participation was naturally completely voluntary and at the outset, 
participants were told they could withdraw at any time. The questionnaire 
was tested before the study was launched, and was found to take between 
10 and 12 minutes; but some participants reported that they found it had 
taken longer than that, as they needed to take more time to make their 
choices between the pairs of candidates. 
8.6.9 Ethical clearance 
The study received ethical clearance from the University of Surrey Ethics 
committee (see Appendix 4 item 1). 
8.7 RESULTS 
Introduction: Explanation of Research Output 
The output from this research consisted of the following: 
1. 'Utilities' or 'Part-Worths' - the output from the Choice-based conjoint 
exercise (see Section 8.7.2 below). 
2. Scores on scale items 
Scale items produced scores for each item, based on answers given on a 
Likert scale. Scales would be constructed and analysed in the usual way, and 
scale scores were used in analysing relationships with the part-worth/utility 
scores described above. 
3. Profile information 
Profile information such as age, gender of participant, occupation, type of 
organisation worked in, were collected, reported and used for cross-analysis 
as necessary. 
The findings relating to the development of the Ageism at Work (AAW) scales 
have already been reported in Chapter 7. The findings of the conjoint study, 
and the relationship between it and participant demographics and attitudes, 
will be reported here, as follows: 
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1. Manipulation check for the two experimental conditions and other 
descriptions of attributes for the conjoint analysis. 
2. The results of the conjoint analysis 
3. The relationships between the conjoint results, the Ageism at Work 
scales, and the other scales included. 
8.7.1 Manipulation Checks 
a) Level of stress in organisational conditions 
The descriptions of the higher and lower stress organisations were rated by 
participants on a four-point scale: not at all stressful, a little bit stressful, fairly 
stressful and very stressful, scaled from 1 to 4. A paired samples t-test was 
conducted to evaluate whether the two conditions were considered by 
participants to differ in terms of stress. There was a statistically significant 
difference between the evaluations of the two organisations: the `higher 
stress organisation' (M=3.59, SD = . 57) was perceived as significantly more 
stressful to work in than the lower stress organisation (M = 2.09, s. d. = . 
57: t 
(192) = 26.64, p<. 001). The eta squared statistic (. 79) indicated a very large 
effect size. 
b) Commitment level of employees 
The description of potential employees in terms of their level of commitment 
to an employer, was tested by asking participants to say which of two 
hypothetical candidates would be considered more committed to their 
employer: one with family and other commitments outside work, or someone 
with few commitments outside work - or they could answer that both 
employees would be equally committed. The majority of those answering the 
question, 80%, said these employees would be considered equally 
committed to their work, but of those who thought otherwise, three times as 
many said that the person with few commitments outside work, would be 
considered more committed to their workplace (15% versus 5%). A chi- 
square test was conducted to check whether these proportions were different 
from those that would be expected by chance, and the difference was 
significant (chi-square = 194.78, df=2 p<. 001). Thus although the majority 
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felt that both types of candidate would be equally committed, among those 
who made a choice, most chose the candidate with few or no commitments 
outside work. With hindsight it would have been preferable not to have 
allowed a 'both equally' answer option, but this manipulation can be said to 
have 'worked' to some extent. 
8.7.2 The results of the Conjoint Analysis 
Explanation of Output 
The output from this research consisted of 'Utilities' or 'Part-Worths' - the 
output from the Choice-Based Conjoint (CBC) exercise. 
As stated earlier, the CBC method, analysed using Hierarchical Bayes 
Analysis, generates a figure for each participant, known as a 'utility' or 'part- 
worth' score, which represents the 'value' to that participant of that 
characteristic of the hypothetical candidate. These scores are interval-level 
data (Orme, 2006). For example, participant no. 32, a male, over the course 
of his answers to the choice tasks, produced the following utilities in relation 
to Organisation J (the higher stress organisation): (see Table 8.3 next page). 
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TABLE 8.3 
Example of Utilities for one Participant 
Attribute 
Dimension 
Levels 
Gender Male -1.129 Female 1.129 
Average utility for gender 1.129 
Age Age 25 1.559 
Age 35 1.64 
Age 45 . 771 Age 55 -3.973 Avera a of absolute values of age 1.986 
Recency of training Recent relevant training 7.493 
Non-recent relevant training -7.493 
Average of absolute values of training 
recency 
7.493 
Commitments outside 
work 
With commitments outside work -3.190 
Few commitments outside work 3.190 
Average of absolute values of non- 
work commitments 
3.190 
Interactions 
Male xae Male age 25 -. 25 
Male age 35 -. 656 
Male age 45 . 509 Male age 55 . 392 Female xae Female ae 25 . 25 Female age 35 . 656 Female age 45 -. 509 
Female age 55 -. 392 
Note: interactions between gender and commitments, gender and training recency, 
age and commitments, and age/training recency were also specified but are not 
shown in the above example. Absolute values not relevant for interactions. 
The above scores indicate that Participant 32 valued female over male 
applicants; age 35 highest of the age levels and age 55 lowest; and preferred 
candidates with recent training and with few commitments outside work. 
Within each 'matching set' the utilities (values to the participants, of those 
characteristics) have to sum to zero. The absolute levels of the utilities 
represent the relative importance of that attribute, or dimension, to the 
person's decision process. Thus for Participant 32 above, it appears that 
'recency of training' is the most important dimension in his decision process, 
as its 'absolute utility' is 7.493 which is the higher than the absolute utilities 
he gave to gender (1.129), age (1.986) and non-work commitments (3.190). 
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Further, in order to obtain the scores for these attributes and levels in 
combination, it is necessary to sum the utilities produced by the Hierarchical 
Bayes Analysis. For example, to obtain the utility for participant no. 32 (that 
is, the 'value' that Participant 32 attributed) for a female aged 35 we would 
have to sum: 
Utility for female 1.129 
Utility for age 35 1.640 
Utility for'female aged 35' . 
656 
Total `female aged 35' 3.425 
and for a male aged 35 we would sum: 
Utility for male -1.129 
Utility for age 35 1.640 
Utility for 'male aged 35' -. 656 
Total `male aged 35' . 145 
Similar calculations are performed to obtain the utilities for other 
combinations of attributes such as gender and training, gender and level of 
commitments, age and training, and age and commitments. These 
calculations were done within SPSS to create the relevant variables. 
8.7.3 Method of Analysis 
Decision to use Hierarchical Bayes method 
There exist various different possible approaches to the analysis of data from 
Choice-based Conjoint studies. These are: Finite Mixture; counts; Latent 
Class Analysis; and Hierarchical Bayes analysis (HB). In the present case it 
was necessary to use a method of analysing conjoint data which permits 
'individual-level' estimates of the 'utilities' (or 'part-worths') for each attribute 
and level, in order to relate individuals' scores to their attitudes and personal 
characteristics, and there are only two candidates for this: Hierarchical Bayes 
Analysis, and Finite Mixture Analysis. 
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Hierarchical Bayes Analysis has been evaluated against Finite Mixture by 
Andrews, Ansari and Currim (2002) and found both to perform well at 
producing individual-level data. There exists, however, considerably more 
literature about Hierarchical Bayes (HB) than about Finite Mixture Analysis, 
and the former was also recommended in personal conversations with the 
statisticians at Sawtooth Software Inc. Full non-technical discussions of the 
value of Hierarchical Bayes Analysis are given by Allenby, Bakken and Rossi 
(2004) and Johnson (2000); and a more mathematical discussion in Rossi 
and Allenby (2003). Allenby et al. (2004, p. 24) stated that 'Bayes' 
Theorem... provides a method of 'bridging' the analysis across respondents 
while providing an exact accounting of all the uncertainty present ... 
[hence] 
the HB method ... allows us to make `individual-level' estimate of utilities for 
each feature level. " Further, in an informal review, Orme (2000) states that 
"In application after application where respondents provide multiple- 
observation data, HB [Hierarchical Bayes] estimation seems at least to match 
and usually to beat traditional models" (such as Latent Class analysis) 
(Orme, 2000, p. 3). Accordingly, Hierarchical Bayes was the analysis method 
chosen. Within the Sawtooth Software package, the necessary analysis tool 
is provided ("CBC/HB"). 
Definition of Dependent Variables 
Testing the hypotheses required the definition of dependent variables derived 
from the conjoint exercise. Two such variables are: 
" the importance of age, in terms of the evaluation of the available 
candidates. This score is the average of the absolute values of the utilities 
of the four age group `levels' within the age attribute (Orme, 2006, chapter 
9, p. 71). The importances of gender, recency of training, and extent of 
non-work commitments were also calculated. 
" the 'utility' of persons aged 55: this represents the 'value' to each 
participant of 'candidates aged 55' as opposed to candidates of other age 
groups, and is a measure therefore of participants' willingness to employ 
the (hypothetical) candidates aged 55. It may be wondered why we did 
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not also include the utility of persons aged 45: this was because 
throughout this research programme, the age 50 has been taken as the 
cut-off point beyond which a person may be considered 'older'. This 
criterion is used by Age Concern UK to define an 'older person'. 
The utility of the other age levels (25,35 and 45) were also used when 
necessary such as in ANOVAs. For each measure, we have two sets of 
scores, that is, those derived from the Higher and Lower Stress experimental 
conditions. 
8.7.4 Results in relation to hypotheses 
Hypothesis I stated that age would be the most important attribute, within 
both conditions, in determining choice of candidate. As explained above, the 
absolute levels of the utilities represent the relative importance of that 
attribute, or dimension, to the person's decision process (e. g. Orme, 2006; 
Poortinga et al., 2003). Over the whole sample, therefore, the relative 
importance of each of the four attributes, to the decision process, can be 
calculated. The importance scores for the four attributes - gender, age, 
recency of training, and commitments outside work, are given in Table 8.4 
below for the higher and lower stress organisational conditions. 
TABLE 8.4 
Relative Importance of Attributes in Determining Choice of Candidate 
Higher Stress Lower Stress 
Organisation Organisation 
N 204 203 
Age mean 2.10 2.10 
s. d. . 82 . 93 Gender mean . 63 . 57 s. d. . 39 . 41 Recency of Training mean 3.74 4.00 
s. d. 2.42 2.46 
Non-work commitments mean 3.28 1.77 
s. d. 2.02 1.23 
Most differences between the attribute importance scores were significant, 
within each condition, as Table 8.5 below indicates, apart from the difference 
between training recency and non-work commitments in the Higher Stress 
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condition, and the difference between age and non-work commitments in the 
Lower Stress condition. In the Higher stress condition, therefore, it can be 
said that age was third in importance after training recency and non-work 
commitments; in the Lower Stress condition it was second in importance after 
training recency. This was due to the lower importance given to the issue of 
'Non-work commitments' in relation to the lower stress condition, not to any 
difference in the absolute level of importance of age which was 2.10 for both 
conditions. Gender was least important in both conditions. 
TABLE 8.5 
Significance Levels of Differences between Importance Scores of 
Attributes: Higher vs Lower Stress Conditions 
Comparison Higher stress condition Lower stress condition 
t(203) t (202) 
Age vs gender 21.43 20.09 
<. 001 <. 001 
Age vs training recency -8.03 -8.91 
<. 001 p<. 001 
Age vs non-work -7.89 2.70 
commitments p<. 001 NS 
Gender vs training recency -18.75 -19.75 
p<. 001 <. 001 
Gender vs non-work -18.09 -13.28 
commitments <. 001 <. 001 
Training recency vs non-work 2.03 10.92 
commitments NS p<. 001 
Correction for multiple tests: Bonferroni, minimum significance level p<. 004 
Thus, hypothesis 1 was not supported, and in fact 'Recency of training' was 
the most important attribute in both conditions. 
Hypothesis 2 was that age would be more important as a factor in 
evaluating candidates in a high stress work situation, than in a lower stress 
work situation. Paired samples t-tests were conducted to assess the 
differences in importance (Orme, 2003; Poortinga et al., 2003) between the 
higher and lower stress conditions. As shown in Table 8.6 below, the only 
difference between the two conditions in terms of the absolute importance of 
the attributes was for 'non-work commitments', which was a significantly 
(p<. 001) more important 'issue' for the Higher Stress condition than for the 
Lower Stress condition. Hypothesis 2 was not supported in this study, since, 
in terms of absolute importance, scores for age were the same for both 
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conditions; but as already mentioned, age was relatively more important in 
the lower stress condition than in the higher stress condition. For the sake of 
clarity it should be pointed out here that `Age' here included the range of 
ages, 25-55, so this does not mean that there was no effect of being older. 
TABLE 8.6 
Paired Samples T-Tests 
Importance of attributes - higher versus lower stress conditions 
Higher stress - lower 
stress 
Mean 
Diffe- 
rence s. d. t df 
Sig. (2- 
tailed) 
Age -. 00 1.07 -. 060 196 NS 
Gender 
. 06 . 
52 1.501 196 NS 
Recency of training -. 22 2.25 -1.398 196 NS 
Non-work 1.46 1.98 10.370 196 p<. 001 
commitments 
Correction for multiple tests: Bonferroni, minimum significance level p<. 0125 
Hypothesis 3 stated that older workers would be less attractive in a high 
stress situation, than in a lower stress condition. This was tested by 
examining the utilities of the various levels of age (25,35,45, and 55) in the 
higher stress versus the lower stress condition. A two-way repeated 
measures ANOVA was conducted to compare the utilities for the different 
levels of age, as between the Higher and Lower Stress conditions. 
It needs to be acknowledged here that the nature of this data creates a slight 
difficulty in the use of ANOVA. The 'utilities' for the age groups are not totally 
independent since the utilities across an attribute must sum to zero. This 
creates a problem in that it reduces the degrees of freedom which means 
that the utility scores for age have been constrained more than would 
normally occur with an ANOVA. Taking advice from researchers at the 
University of Surrey 1 it appeared wise to run the ANOVAs removing the 
scores for one age group, in order to restore freedom for the purposes of this 
analysis. This was done and all ANOVAs subject to this 'difficulty' were run 
11 am indebted to Profs. Chris Fife-Schaw and Ian Davies for their advice here. 
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excluding the 25 year age level, which was the level of least interest in this 
study. This does not change the scores, or relationships between the scores, 
of the other age groups, but does potentially change the significance of each 
ANOVA as a whole. Since this difficulty does not in practice change the 
results or their interpretation, all four levels have been shown in the graphs 
which follow, but the ANOVAs in this section were conducted using three of 
the four age levels, that is, excluding the Age 25s. In Appendix 4 may be 
found the 'complete' ANOVAs, and it will be seen that this technical difficulty 
makes no practical difference to the interpretation of the results. 
Mauchly's test indicated that the assumption of sphericity had been violated 
for the main effect of candidate age (x2 (2) = 311.34, p<. 001) and for the 
interaction between stress condition and age (x2 (2) = 214.65, p<. 001). 
Therefore degrees of freedom were corrected using the Greenhouse-Geisser 
estimates of sphericity (E =1 for the main effect of stress, . 56 
for the main 
effect of age, and . 
60 for the stress/age interaction). 
All effects were found to be significant at p<. 001. There was a significant 
main effect of the stress condition on attractiveness of the 35,45 and 55 year 
old candidates. The contrast revealed that the average candidate aged 35+ 
was more 'attractive' in the lower stress condition than in the higher stress 
one. There was also a significant main effect of age, and the age x stress 
interaction was significant. Effect sizes for all significant effects were quite 
large (see Table 8.7). 
TABLE 8.7 
Inferential Statistics for two-way repeated measures ANOVA 
to compare Utilities of Ages 35,45 and 55 
across the Hiaher and Lower Stress conditions. 
df f Sig. Effect Size (partial 
eta2 P2 
Stress condition 1,179 95.61 p< . 001 . 33 Age** 1.11,218.09 253.18 p< . 001 . 56 Stress*A e** 1.20,235.10 130.07 < . 
001 
. 40 " values used are Greenhouse-Geisser as the Mauchly's Test of sphericity indicated that 
the assumption of sphericity was violated. 
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Figure 8.1 below shows the age x stress condition interaction, in which older 
candidates (aged 45 and 55) were relatively less attractive in the higher 
stress condition than in the lower stress condition. The age 25 level, although 
not included in the ANOVA for the reason explained above, has been shown 
here for the purpose of comparison and comment. Age 35 was the most 
attractive candidate age in both conditions, followed by Age 45, but while in 
the Lower Stress condition age 55 was more attractive than age 25, the 
reverse was true in the Higher Stress condition. Thus, Hypothesis 3, that 
older candidates would be less attractive to employment decision-makers in 
a higher stress work situation, than in a lower stress situation, is supported. 
FIGURE 8.1 
Relative Attractiveness of Age Groups: 
Higher versus Lower Stress Conditions 
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All differences within age levels, between the two conditions, were significant, 
as shown below in Table 8.8. 
TABLE 8.8 
Differences between Utilities of Each Age Level 
in Higher versus Lower Stress Conditions 
Higher Lower t Sig. 
Stress Stress 
N 197 197 
Age 25 mean -. 06 -2.40 9.78 p<. 001 
s. d. 2.32 2.87 
Age 35 mean 2.25 1.29 9.02 p<. 001 
s. d. 1.10 1.43 
Age 45 mean . 
81 1.24 -4.11 p<. 001 
s. d. . 
87 1.27 
Age 55 mean -3.00 -. 14 -12.30 p<. 001 
s. d. 2.51 2.80 
Correction for multiple tests: Bonferroni, minimum significance level p<. 0125 
Hypothesis 4 stated that age would be more important in relation to female, 
than to male applicants. This was tested by comparing the importance scores 
of age (Orme, 2006; Poortinga et aL, 2003) in decisions about female 
candidates, with the importance scores of age in decisions about males. 
Paired-samples t-tests were conducted to evaluate the difference between 
the importance scores of age in relation to the putative male and female 
candidates. While no specific hypothesis was proposed regarding 
differences between the higher and lower stress conditions, figures are 
separately generated for the two conditions and it is not possible to report 
them together. In the Higher Stress Condition, contrary to prediction, the 
age importance score for males (M= 2.14, s. d. =. 87) was higher than for 
females (M=2.03, s. d. =. 60, t(203)=2.56, p<. 05). The partial eta squared 
statistic (1P2) was . 03 indicating a relatively small effect size. 
In the Lower 
Stress condition, the age importance score for males (M= 2.09, s. d. =. 99) 
was lower than for females (M= 2.41, s. d. =. 97, t (202)=-6.61, p<. 001). This 
finding appears to support Hypothesis 4 in the lower stress condition, but i1P2 
was . 
02, also indicating a small effect size. Therefore, these results can be 
considered inconclusive. 
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Hypothesis 5 proposed that age would be less important to female decision- 
makers than to males. This was tested by comparing the importance scores 
for age, as between female and male participants. An independent samples 
t-test was conducted for each stress condition2. There was no significant 
difference within the higher stress condition between the score for male 
participants (M=2.20, s. d. . 75) and females (M=2.03, s. d. . 
89; t(191) = 1.42, 
p=. 16); nor was there any significant difference between these scores in the 
lower stress condition (males M=2.15, s. d. . 
99; females M=2.07, s. d. . 90; 
t(191)=0.54, p=. 59). 
Thus the differences between male and female participants were not 
significant, and Hypothesis 5 was not supported. 
Hypothesis 6 was that age would be relatively less important to employment 
decision making, the older the participant (or employment decision maker) 
was. This was tested first by correlating participant age with importance of 
age as a decision-influencing factor in the choices made between the 
putative candidates in this research, where a negative correlation would be 
expected between participant age and importance of age. In the higher stress 
condition, there was no significant correlation between age and average 
importance of age (r= -. 029, n=190, p=. 35,1-tailed test) nor was there in the 
lower stress condition (r = . 035, n=190, p=. 32,1-tailed test). Here then, 
Hypothesis 6 is not supported, as participant age appears to have no 
relationship with the importance of age in evaluating potential candidates for 
employment. Looking at the relationship between participant age and the 
evaluation (utility) of candidates aged 55, there was no correlation in the 
higher stress condition (r=. 112, n=190, p=. 06,1-tailed test) but in the lower 
stress condition there was a significant correlation (r=. 132, n=190, p=<. 05, 
1-tailed test) indicating that the older the participant, the more they valued 
candidates aged 55 in the lower work stress condition. Thus the results are 
inconclusive, as Hypothesis 6 is not consistently supported. 
2 As noted earlier, although no difference by stress condition was hypothesized, scores for 
the two conditions had to be looked at separately. 
Chapter 8 404 
Hypothesis 7 involved the interaction between candidate age and his/her 
recent/relevant training, and between age and non-work commitments. It 
stated that (a) having had recent/relevant training, and (b) having few or no 
commitments outside work, would increase the attractiveness of an older 
(age 55) candidate. This was evaluated by comparing the attractiveness of 
candidates at the various age levels, with and without recent/relevant 
training, and with and without commitments outside work. Scores for these 
measures are obtained by the procedure described earlier (see page 395) in 
which utilities and interaction utilities are summed to produce a new variable. 
As mentioned before, no particular interaction with stress condition is 
hypothesized, but the results can only be looked at separately. 
a. Training 
Dealing first with the impact of training on candidate attractiveness, at the 
four age levels: a two way repeated measures ANOVA was conducted for 
each of the lower and higher stress conditions, to assess the effects of age 
and recency of training. Once again, because of the 'non-independence' 
problem mentioned before (page 399), one level (age 25) was dropped from 
the ANOVA although for the sake of completeness mean utilities for all four 
levels are shown in Figure 8.2 below. In both conditions, Mauchly's tests 
indicated that the assumptions of sphericity had been violated for Age and for 
the Training x Age interaction, therefore Greenhouse-Geisser estimates of 
the degrees of freedom have been used. The statistics for these ANOVAs 
are shown in Table 8.8 below. 
In the lower stress condition, the results showed significant main effects both 
of age and training recency, and a significant interaction between these 
variables. In the ANOVA for the Lower Stress Condition, contrasts revealed 
that recent/relevant training was significantly preferred to training which 
though relevant, had occurred some years ago (see Table 8.9). (The age x 
training interaction is discussed below in relation to the two stress 
conditions. ) 
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In the higher stress condition, the same main effects and interactions were 
observed. Once again, recent/relevant training was significantly preferred to 
less recent training, with a substantial effect size. 
TABLE 8.9 
Results of Two-Way Repeated Measures ANOVAs: Age and Training 
in Higher and Lower Stress Conditions 
df F Sig. Effect Size 
Higher Stress Tp Condition 
Training 1,203 358.65 p<. 001 . 
64 
Age 1.26,254.79 160.55 p<. 001 . 44 Training*Age 1.88,381.98 1052.31 p<. 001 . 84 
Lower Stress 
Condition 
Training 1,202 259.42 p<. 001 . 56 Age 1.11,224.64 31.71 p<. 001 . 14 Trainin *A a 1.86,376.34 24.26 p<. 001 . 
11 
Interactions between age and training recency. 
There were significant interactions between age and training recency both in 
the lower and higher stress experimental conditions. However, the effect of 
these interactions differed as between the two conditions. Recent training 
was always preferred to less recent training, at all age levels, and in both 
conditions. But in the lower stress condition, the greatest effect of recent 
training occurred for the Age 253 level, followed by Age 35 and Age 45: 
recent training made the least difference to the attractiveness of candidates 
aged 55. The overall effect size of the interaction, at 1P2 = . 11, was relatively 
low. In the higher stress condition, however, the greatest 'improvement' in 
scores, when comparing recent with less recent training, occurred for the Age 
55 level, followed by Age 45, then Age 255 and finally Age 35, and the effect 
size was much larger, at riP2 = . 84. 
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FIGURE 8.2 
Age x Training Recency - higher and lower stress conditions 
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Thus, Hypothesis 7a, that having had recent training would mitigate the 
effects of age, and improve the attractiveness of an older candidate, is 
supported for both stress conditions. No specific prediction was made about 
any impact of the 'stress condition' context, and it is very interesting that the 
effect of recent training in improving the attractiveness of an older candidate, 
was found to be significantly greater in the higher stress condition than in the 
lower stress condition (t (195) = 3.51, p<. 01). However, for the 25 and 35 
age groups, the improvements for 'recent training' were higher for the lower 
stress condition. Figure 8.3 shows the 'improvement' in employability of each 
age group, for the higher and lower stress conditions. 
3 This claim is made on the basis of the mean scores, even though Age 25 was not included 
in the ANOVA 
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FIGURE 8.3 
Improvement associated with Recent Training 
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The differences between the size of the 'improvement' arising from recent 
training, for the Higher as compared with the Lower Stress condition, were 
statistically significant for all age groups except age 45, though effect sizes 
were only small to moderate (Cohen, 1988). 
TABLE 8.10 
Improvement associated with Recent Training 
T-tests for Differences between Higher and Lower Stress 
Conditions 
N= 197 Difference in 
means 
t 
(196) 
Sig. (2- 
tailed) 
Effect 
size (eta 
s. ° 
Age 25 -1.04 -2.56 <. 05 . 03 Age 35 -1.17 -3.24 P<. 01 . 05 Age 45 . 14 . 40 NS 0 L. Age 55 1.40 3.51 < . 01 . 06 Note: these differences are based on N=197 which is the 
number of participants completing both conjoint tasks. 
° Eta squared statistic for effect size in paired-samples t-tests - Pallant (2001) p. 182. 
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b. Non-Work Commitments 
We now turn to the issue of non-work commitments. On the basis of the 
Study 2 qualitative research, it appeared that some employment decision 
makers tended to assume that older people were encumbered with 
commitments (such as family and interests) outside work, which could be 
seen as preventing their being as 'dedicated' to their work as an employer 
might find desirable. Accordingly, one of the attributes examined in this study 
was the presence or absence of family and other commitments outside the 
workplace. Hypothesis 7b predicted that having few or no commitments 
outside work would mitigate the effects of being older, and increase the 
attractiveness of an older candidate to a potential employer. The scores for 
these were calculated via the procedure described on page 395. As for 
training, a two-way repeated measures ANOVA (dropping age 25 to deal with 
the 'non-independence' problem) was conducted for each of the higher and 
lower stress conditions, to examine the effects of age and extent of non-work 
commitments on a potential candidate's 'attractiveness' when short-listing. 
Mauchly's tests revealed that assumptions of sphericity had been violated for 
the main effect of age and for the age x commitments interaction therefore 
Greenhouse-Geisser estimates of the degrees of freedom have been used. 
The statistics for these ANOVAs are shown in Table 8.11. 
TABLE 8.11 
Results of Two-Way Repeated Measures ANOVAs: 
Age and Non-work Commitments, in lower and higher stress conditions 
- 
df F Sig. Effect Size 
Higher e,, Condition 2 11P 
Commitments 1,203 154.54 <. 001 . 43 Ae 1.16,234.76 472.76 <. 001 . 
70 
Commitments*Age 1.93,392.57 33.33 p<. 001 . 13 
Lower Stress Condition 
Commitments 1,202 25.00 <. 001 . 11 [t e 1.11,224.64 31.71 <. 001 . 14 , mitments*A a 1.89,380.77 15.47 <. 001 . 
07 
In both the lower and higher stress conditions, there were significant main 
effects of Age and Commitments, and a significant interaction between the 
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two. All effects were significant at the p<. 001 level. However, it is noteworthy 
that the main effect sizes were considerably larger in the Higher Stress 
condition than in the Lower Stress condition; in the latter condition, all effect 
sizes were small. In both conditions, candidates with no or few commitments 
outside work, were preferred to those with family or other commitments 
outside work: in the lower stress condition the mean difference was 1.38, 
s. e.. 28, p<. 001; in the higher stress condition, the difference was larger in 
absolute terms, as the mean difference was 5.11, s. e. . 41, p<. 001. 
FIGURE 8.4 
Age x Non-Work Commitments: Higher and Lower Stress Conditions 
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Interactions between age and level of non-work commitments. 
In terms of the interactions, while 'no commitments' is preferred to 
'commitments' at all age levels, the difference between candidates with and 
without such commitments is much less in the lower stress condition than in 
the higher stress condition. In the lower stress condition, the greatest 
'improvement' in candidate attractiveness by 'losing' commitments occurs for 
the Age 45 level, and candidates of that age without non-work commitments 
are actually marginally ahead of Age 35 in attractiveness as employees. For 
candidates aged 55, being without commitments outside work, improves their 
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'attractiveness' such that they are roughly on a par with 35 and 45-year olds 
with commitments (scoring . 42 as compared with . 
69 and . 
34 for 35 and 45 
year olds respectively) 
In the higher stress condition, a different picture is seen in that the greatest 
'improvement' in candidate attractiveness, if s/he has no commitments 
outside work, occurs for the 255 and 35 year old groups. Although the 
'advantage' of having no commitments reduces somewhat for the 45 and 55 
age groups, it is noteworthy that at age 55, having few/no non-work 
commitments makes a candidate as attractive as a 35-year old with 
commitments (-. 56 compared with -. 61). 
In the higher stress condition, the advantage of having fewer commitments 
outside work was, as can be seen from Figure 8.5, much greater than in the 
lower stress condition. In a higher stress work environment, it appears that 
25 year olds benefit most from having few/no non-work commitments, and 45 
year olds benefit least; but in the lower stress type of environment, there 
were no significant differences between the four age groups, although 45 
year olds appeared to benefit marginally more than the other age groups. 
5 Age 25 included here for comparison even though left out of the ANOVAs for reasons 
explained. 
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FIGURE 8.5 
Improvement associated with Absence of Non-Work Commitments 
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The 'differences between the differences', that is, the greater effect of 'having 
no commitments' in the Higher Stress relative to the Lower Stress condition, 
were statistically significant for all age groups, though effect size was smaller 
for age 45 (Cohen, 1988). 
TABLE 8.12 
Improvement associated with Absence of Non-Work 
Commitments: T-tests for Differences between Higher and Lower 
Stress Conditions 
N=197 
Higher vs Lower 
Stress 
Difference 
in means 
t 
(196) 
Sig. (2- 
tailed) 
Effect 
size (eta 
s. 
Age 25 4.58 12.45 <. 001 . 44 Age 35 4.42 11.12 p<. 001 . 40 Age 45 
- 
2.72 6.12 <. 001 . 16 - 1 1Ae 55 3.64 8.79 <. 001 . 28 Note: these differences are based on N=197 which is the 
number of participants completing both conjoint tasks. 
Thus, Hypothesis 7b is supported in that the oldest candidates (age 55) did 
`improve' their position if they did not have non-work commitments, but, in the 
higher stress condition, to a lesser extent than did 25 and 35 year olds. 
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Hypothesis 8 stated that reluctance to employ older workers would be 
related to Ageist attitudes as measured by the new Ageism at Work scale 
and subscales. This hypothesis can be expressed in two ways using the 
present data: 
a) people scoring highly on Ageism at Work (AAW) would be less willing 
to employ candidates aged 55, that is, that AAW would correlate 
negatively with the utility of candidates aged 55. 
b) people scoring highly on Ageism at Work (AAW) would ascribe more 
importance to age as a dimension of a candidate, than those scoring 
lower on AAW. Hence, that there would be a positive correlation between 
Ageism at Work and Importance of Age. 
Table 8.13 below shows the correlations. As explained before, the data for 
each stress condition have to be examined separately even though there was 
no particular relationship with stress condition hypothesized. Hypothesis 8(a) 
was mostly supported, in that significant negative correlations were found for 
the utilities of age 55 with all three AAW subscales in the higher stress 
condition, and with AAW 1 and 2 in the lower stress condition. 
Hypothesis 8(b) was also mostly supported. Importance of Age in the higher 
stress condition positively correlated at significant levels with AAW1 (General 
Ageism) and AAW3 (Anti Age Diversity). It did not correlate with AAW2 
(Older versus Younger Workers), which as we have found elsewhere (Study 
3, Chapter 7), appears not actually to be a measure of ageism in the same 
way as AAW1 and 3. In the lower stress condition, importance of age 
correlated with AAW1 (positively, i. e. the more ageist, the more importance 
placed on age in that condition). 
In view of the ambiguity of AAW2, as discussed in Chapter 7 (section 7.13), it 
is worth spending a moment to look at its results in the present study. If 
AAW2 is measuring lack of belief in the merits of older workers, we would 
expect it to correlate negatively with the utility of workers aged 55. This is 
indeed what was found, with significant, although not large, correlations of - 
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. 119 for the Higher Stress condition, and -. 151 for the Lower Stress condition 
(both ps<. 05). If AAW2 is interpreted as relating to the 'defence' of younger 
workers, we would not expect any particular relationship with the utilities of 
older workers, nor any particular relationship with the 'importance of age' as 
a determinant of recruitment-related decisions. However, since the strengths 
of the correlations of AAW2 with these other measures are not great, the 
present results could be interpreted as almost as supportive to the 'pro 
younger workers' interpretation, as to the 'anti older workers' one. Therefore, 
as with the findings of Study 3, we are left without a clear indication of what 
AAW2 is really measuring. 
TABLE 8.13 
Correlations (Pearson's R) between Ageism at Work subscales, Utility 
of Age 55, and Average Importance of Age - 
Hiaher and Lower Stress Conditions 
1 2 3 4 5 6 
1. AAW I General 
Ageism At Work 
2. AAW 2 Merits -. 130 
of Older NS** Workers** 
3. AAW 3 (Anti) . 559 -. 048** Age Diversity 
<. 001 NS 
4. Utility Age 55 -. 356 -. 119 -. 210 Higher Stress 
<. 001 p <<. 05 P <. 01 
5. Utility Age 55 -. 131 
. 
-. 151 -. 112 . 246 Lower Stress 
p<. 05 <. 05 NS <. 001 
6. Average 
. 279 . 
054 . 
204 -. 673 -. 213 
importance of Age 
* P<"001 NS p<. 01 p<. 001 p<. 01 - Higher Stress 
7. Average 
. 122 -. 
157 . 069 -. 
043 . 240 . 269 importance of Age P<. 05 p<. 05 NS NS p<. 001 p<. 001 - Lower Stress 
All comparisons use one-tailed tests as direction of relationship predicted - except where 
marked ** where two-tailed tests used 
Hypotheses 8 (a) and (b) are therefore supported in relation to AAW1, with 
significant negative correlations with the utilities of candidates aged 55 and 
significant positive correlations with the average importance of age. These 
correlations were stronger in the Higher Stress than in the Lower Stress 
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conditions. In relation to AAW3, Hypotheses 8 (a) and (b) are supported in 
relation to the higher stress condition, but not in relation to the lower stress 
condition where there were not significant correlations. 
Hypotheses 9 and 10 proposed direct relationships between the constructs 
Trait Anxiety and Work Locus of Control (which showed significant 
correlations with the AAW scale and two of its subscales, both in Study 3 and 
in the present Study). Hypothesis 9 would be supported if there was a 
significant negative correlation between interest in employing older workers, 
and Trait Anxiety; and Hypothesis 10 would be supported if there was 
similarly a significant negative correlation between external Work Locus of 
Control and interest in employing older workers. In both cases, we have also 
looked at the construct 'Importance of age' which measures the extent to 
which age influenced participants' candidate choices: as has been reported 
already, this shows relationships with Ageism and interest in employing older 
(55 year old) workers. The correlations are shown in Table 8.14 below: 
TABLE 8.14 
Correlations of Trait Anxiety and Work Locus of Control with Utility of 
Candidates aged 55, and Importance of Age 
1 2 
Trait Anx. WLCS 
Pearson's r Pearson's r 
1. Trait Anxiety 
2. Work Locus of Control . 217 <. 01 
3. Utility of Age 55: high stress condition -. 037 . 
066 
NS NS 
4. Utility of Age 55: lower stress condition -. 023 . 
011 
NS NS 
5. Average importance of age: high stress condition . 
036 -. 041 
NS NS 
6. Average importance of age: lower stress condition -. 028 -. 045 
NS NS 
Note: all correlations one-tailed 
Thus, Hypotheses 9 and 10 were not supported, as there was no direct 
correlation between Trait Anxiety and interest in employing older workers, or 
Work Locus of Control and interest in employing older workers. Since a 
relationship has been shown in this Study and in Study 3 (as reported in 
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Chapter 7), between these two constructs and Workplace Ageism, it appears 
that any relationship between them and the inclination to employ older 
workers may be mediated by workplace ageism. 
8.8 DISCUSSION 
A main objective of this whole PhD programme was to investigate the 
aetiology of ageism, and in particular, to examine the theory that a perception 
of threat of some kind may underlie the inclination to stigmatise a particular 
(out)group. In this particular study we have been able to examine the effect 
of workplace pressure on willingness to consider people of various age 
groups for employment. We have also been able further to examine the 
relationship between Workplace Ageism and the tendency of individuals to 
experience anxiety, and to feel that their work outcomes were beyond their 
control (see below). Hence, this study has shed light on the issue of stress, 
pressure, or whatever term one prefers to use, and its relationship with this 
particular form of prejudice - ageism. 
First, the participants' choices, between the various 'candidates', differed in 
various important ways depending on whether the lower or higher stress 
scenario was being considered. There was a significant interaction between 
stress condition, and candidate age, in that candidates aged 55, and to a 
lesser extent those aged 45, were considered less 'desirable' in the higher 
stress condition, than in the lower stress condition. This supported the 
hypothesis that such older candidates are seen as less desirable employees, 
when a work situation involves tough targets which may cause pressure and 
stress. The reverse was also true: younger candidates (aged 25 and 35) 
were considered less desirable in the lower stress condition, than in the 
higher stress condition. In the higher stress condition, 55 year olds were the 
least attractive candidates by a large margin: in the lower stress condition, it 
was 25 year olds who were the least attractive. The reason for the relative 
Chapter 8 416 
unattractiveness of younger candidates, particularly younger men, in lower 
stress jobs is not at all clear, and deserves further investigation. ) 
Second, in terms of factors moderating ageism, this study provided the 
opportunity to investigate whether ageist decisions could be moderated either 
by characteristics of the decision-maker (in this case, age, gender and 
certain traits and attitudes were examined) or by characteristics of the 
candidate (gender, recency of training, and extent of commitments outside 
work). In this study, the demographic characteristics of the decision-makers 
did not apparently affect their choices between the candidates. There was 
no correlation found (a negative correlation had been hypothesized) between 
participant age and ageism (as measured by the AAW1 and 3 scales). Male 
and female managers, in this study, did not differ significantly in terms of 
measured Ageism, even though in Study 3a gender difference in ageism had 
been found. One might speculate that when answering a questionnaire in 
one's place of work, about work-related issues, that the work identity would 
have more influence on answers than would personal preferences or 
demographic differences: if this were so, it could explain the observed lack of 
differences due to participant age or gender. 
Turning now to the relationship between 'ageist' decision-making and the 
constructs Trait Anxiety and Work Locus of Control: a finding of Study 2 had 
been that older workers were seen as potentially threatening to the 
achievement of workgroup goals. The degree of stress or pressure 
potentially experienced by managers or team leaders in the course of 
working to achieve goals might, logically, be affected not only by the difficulty 
of attaining those goals, and the risk/reward ratio associated with the tasks, 
but also by individual differences - each manager's individual tendency to 
experience, or fall prey to, work-related stress. As discussed in Chapter 7, 
we did not find an ideal measure of workplace stress, which would have been 
practical to use in the present research, and opted to use Trait Anxiety 
(Spielberger, 1995) and Work Locus of Control (Spector, 1988) as 
reasonable approximations of the tendency to experience stress generally, 
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and stress at work in particular. In Studies 3 and 4 (the scale development 
findings from both were reported in Chapter 7), correlations were found 
between these constructs and the subscales of the Ageism at Work (AAW) 
scale exactly as predicted, that is, that the greater the tendency to manifest 
Trait Anxiety and external Work Locus of Control, the more likely a person 
was to have ageist attitudes in the context of the workplace. As will be 
further examined in the overall discussion chapter, this finding helps in terms 
of devising possible interventions which may assist organisations in reducing 
ageism among their employment gatekeepers. However, no direct 
relationship was found for Trait Anxiety or Work Locus of Control with 'ageist' 
decision making in the present study, and any relationship between these 
personality variables and age-discriminatory behaviour appears therefore to 
be mediated by attitudes of Workplace Ageism such as the scales here 
developed potentially measure. 
In terms of the characteristics of candidates for employment, Study 4 has 
indicated that the status of having had recent training substantially improved 
the employability of all types of candidates in both conditions: but it was 
particularly striking that people aged 55 benefited more when recently 
trained, in terms of being perceived as attractive candidates, in the higher 
stress condition (though, in that condition, they were still viewed as less 
attractive candidates than all younger age groups). Thus in a pressured work 
situation, it appears that if an older person is presented as having had recent, 
relevant training, an age-related obstacle to their employment may be 
substantially reduced, though apparently not eliminated. In a lower stress job 
condition, 55 year olds were considered reasonably attractive candidates 
anyway, and more attractive as employees than those aged 25; having had 
recent training made much less difference to the 55 year olds in the lower 
stress condition. (In that condition, it was the 25 and 35 year olds who 
benefited more from the recent/relevant training attribute. ) 
Looking at the issue of competing commitments, some participants in Study 2 
had also suggested older candidates might be liable to have reduced interest 
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in, and commitment to, work, and might therefore have responsibilities and 
interests outside work which hindered their 'dedication' to the job. Hence, 
one attribute looked at in Study 4 was the presence or absence of non-work 
commitments. The absence of non-work commitments made much more 
difference, to the employability of all age groups, in the higher stress 
condition than in the lower stress one. Being without non-work commitments 
improved the 'employability' of a 55-year old worker, in the higher stress 
condition, to the point where s/he might be as 'attractive' as a candidate aged 
35 with such commitments. However, in the higher stress condition, it was 
still the younger age groups (25 and 35) which benefited most from this 
attribute. It may be that concerns about family responsibilities detract from 
the potential employability of younger people, relatively more than concerns 
about time-consuming hobbies or other activities detract from the perceived 
employability of older people. 
The relationship between candidate gender and candidate age, in the higher 
versus lower stress condition, was interesting and rather unexpected. It had 
been hypothesized that ageism would affect older women more than it did 
older men. In the event, it was found that female candidates had an 
advantage over males at all age levels and in both conditions. It is possible 
that, as mentioned earlier the 'client service' nature of the job scenarios 
included in the two experimental conditions, meant that women were seen as 
more suitable for them. Had we used other jobs such as IT, technical 
positions, or general management, it is possible that males might have had 
the advantage. As with earlier projects in this PhD programme, there was 
also a specific desire to avoid setting the research in the context of jobs 
which depended in any way on physical strength (Kemper, 1994), where 
gender and age aspects of candidates might more reasonably be considered 
relevant. However, it is possible that the 'client service' context used here 
restricts the generalisability of the findings beyond service industry types of 
job. It is also possible that the descriptions of the jobs unintentionally evoked 
gender-linked or age-linked job stereotypes (e. g. see Heilman, 1995; 
catalyst. org, 2005,2007); however, on the basis of literature searches 
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(Psyclnfo, IBSS) conducted on 29th February 2008, there appears to be little 
recent academic research among business decision-makers on the gender 
stereotyping of jobs likely to be filled by people of varying ages and gender. 
Interestingly, Joly, Tougas & Brown (1993, cited in Brown, 1995), also found 
that female candidates were preferred to males in an experiment 
investigating the effect of cross-cutting categories on the candidate 
preferences of Canadian academics. A meta-analysis of research on age 
discrimination in simulated employment settings was published in 1995 by 
Finkelstein, Burke and Raju, but there appears to have been nothing 
comparable since. 
Clearly this issue, of the gender and age stereotyping of jobs, and any 
interaction with candidate age, also deserves further investigation in the 
context of the employment market of today. 
To summarize, therefore, this study has achieved the following. 
" In the context of developing a scale to measure workplace ageism, and 
investigating how it may affect organisational decision making, particularly 
in relation to the recruitment and treatment of employees, it is an 
advantage of this study that it used a sample of management decision- 
makers (defined for this study as those who had involvement in making 
decisions about the recruitment, training and/or promotion of employees), 
unlike many studies, including some cited in this thesis, which confine 
their samples to university students. The sample also contained a range 
of ages, from 23 to 67, with the mean age being 45.3 years, and a 
balance of genders, 40% male, 52% female (the balance not giving their 
gender), hence it was not dominated by either gender or by any particular 
age group. 
" The choice-based conjoint research method appears to have been well 
suited to the task of measuring the effect of the independent variables 
age, gender, recency of qualifications and extent of non-work 
commitments, in such a way that participants could not have been aware, 
at the time of completing that section of the questionnaire, that age was 
Chapter 8 420 
the prime topic of interest. (It is likely that this became clear later, once 
they had completed the Ageism at Work scale items, but by that time their 
responses to the conjoint tasks could not be changed. ) Hence, while one 
would not claim that 'political correctness' could not have featured at all in 
participants' answers within the conjoint task, it is hard to see how it could 
totally have governed their responses, and therefore we can be 
reasonably confident that responses in the conjoint task were genuinely 
given without very much influence of 'social desirability'. 
" It has produced evidence that ageist attitudes in the workplace (as 
measured by the new Ageism At Work scales) are directly related both to 
the importance placed on age as a criterion of employability, and to the 
willingness to employ people aged 55. 
" In trying to devise an experimental approach to investigating workplace 
ageism, this study appears to have succeeded (as confirmed by the 
manipulation check) in creating two scenarios, or conditions, consisting of 
descriptions of two organisations which differed in terms of the perceived 
stressfulness of working there in the jobs described. 
" It has confirmed the relationship between workplace pressures (as 
exemplified by the higher and lower stress organisational conditions) and 
the tendency to prefer younger workers, identifying 35 year olds as the 
most attractive candidates (from the four age categories included here - 
25,35,45 and 55). This does not, however, appear to relate directly to 
the decision-maker's tendency to experience anxiety (Trait Anxiety), nor 
to any sense they may have of lacking direct control over their own work- 
related outcomes (Work Locus of Control), even though these constructs 
were found both in Study 3 and Study 4 to be related to attitudes of 
Workplace Ageism. 
" However, contrary to hypothesis, age was not the most important criterion 
used by employment decision-makers: of the attributes included in this 
research, recency of training was the dimension which most influenced 
participants' choices, in both the higher and lower stress experimental 
conditions. Further, age was no more important in the higher stress 
condition than in the lower stress condition. 
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" Having had recent training improved the apparent 'employability' of all 
candidates, but especially of older workers, and particularly in the higher 
stress organisational condition. 
" Being without demanding non-work commitments improved the 
attractiveness of candidates at all age levels and in both conditions, 
although when the work was expected to be more pressured, this 
improvement was greater for younger candidates (25 and 35) than for 
older ones (45 and 55). This finding suggests that while professing 
commitment to the organisation might help older candidates, it is likely to 
be even more effective where younger people are concerned. 
" It was found that gender and age of the decision maker had little bearing 
on the employment decisions they made in this simulated short-listing 
situation. While this is very interesting, we cannot leap to the conclusion 
that these demographics would not influence employment decisions in the 
real world. 
" It has provided encouraging support for the Ageism At Work (AAW) scale, 
mainly its AAW1 and AAW3 subscales, and confirmed their relationships 
with the constructs Trait Anxiety and Work Locus of Control. (See also 
Chapter 7. ) 
However, there are clearly a number of outstanding issues and further 
implications of this research, which will be discussed further in Chapter 9, the 
overall discussion. 
Comments on the methodology. 
As mentioned earlier, use of conjoint analysis techniques in the academic 
field is fairly limited, though it appears more prevalent in the business studies 
and marketing academic arena than in the social sciences, as the majority of 
articles about it appear to come from the marketing and market research 
domains of academic literature, and indeed it is in the market research area 
that the researcher first encountered its use. The experience of designing, 
administering and analysing the research using this technique involved a 
sharp 'learning curve' for the researcher, but has provided evidence of its 
potential value in psychology especially in an applied field: it has permitted 
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the examination of four different variables, with a range of two to four levels 
each, simultaneously, and disguising which (if any) might be of most interest 
in the research. This has meant that it was unnecessary to construct a large 
number of independent vignettes which would have been cumbersome to put 
into one questionnaire, and taxing for the cognitive resources of the 
participants. Indeed this is recognised as a drawback of conjoint studies 
when their data collection is not done online. This was pointed out by Phillips 
et a!. (2002b, p. 1673) when commenting on their own research using 
conjoint analysis but self-administered paper questionnaires: they set out 
some potential disadvantages of conjoint analysis as a research method, 
consisting mainly of its complexity which requires "more cognitive effort from 
respondents and greater effort by researchers to properly design and analyze 
such surveys. " However, the software used in the present study goes a long 
way towards simplifying the tasks both for the participant and the researcher, 
although from the researcher's point of view, it remains rather more complex 
than the traditional survey format. Phillips et a!. (2002b) reported that in the 
focus groups they conducted among their respondents, some of the latter 
said that the conjoint tasks (administered via a paper questionnaire) were 
difficult and "irritating" (p. 1673). There were a few reports from participants in 
the present research, that they found the tasks repetitive and therefore rather 
irritating (although it must be said that other participants commented that they 
had found the study particularly interesting). By preference, the number of 
choice tasks to be performed should probably therefore be kept to a lower 
number than the 24 (12 per condition) required in the present study. 
The online research method, as well as simplifying the conjoint tasks, also 
proved highly practical for collecting data from a sample of adequate size, in 
a reasonable time frame, and for permitting busy executives - who can never 
be a 'captive' pool of participants as students may sometimes be - to take 
part in the study at a time convenient to them, that is, without the need to 
interview them face to face, and without the inevitable dropout often 
experienced with postal questionnaires. The method also avoids the need to 
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enter paper-based data into a data file, thus preventing data entry errors, as 
well as saving time. 
8.9 LIMITATIONS OF THIS STUDY 
Of course, there are limitations of the approach, and indeed of this study, and 
these will be discussed now. First, the jobs supposedly to be filled were both 
expressly described as 'client service' types of job. This was done to ensure 
that they were jobs roughly comparable with each other, but also because 
since service industries are so important in the UK these days (now 
estimated to amount to about 80% of UK output: e. g. BERR, 2008), it was felt 
to be a relevant context in which to conduct the research. 
It would be wrong to claim that the candidate choice procedure equated to 
what employment gatekeepers actually do when faced with details of a range 
of candidates from which to make up a shortlist, as this procedure 
communicated only the briefest of details about a candidate, restricted to 
age, gender, recency of qualifications and extent of non-work commitments. 
It was pointed out by some participants that the questionnaire for this study 
was not realistic in terms of the information normally provided about 
candidates for short-listing. Clearly much important information was 
excluded: not only matters related to equal opportunity, such as ethnicity, 
disability, marital or parental status, or sexual orientation, but also aspects 
such as specifics of experience, nature of qualifications, nationality, 
command of English, personality, appearance, and references. Nonetheless, 
given that in Study 2 some managers admitted that they conduct an initial sift 
of candidates using criteria such as age and qualifications, the details given 
in these vignettes do provide some key information which help to screen 
candidates even in the real world. (The importance of these aspects is 
suggested by the fact that some organisations, as a matter of diversity policy, 
deliberately withhold information such as gender, age, disability and ethnicity 
from those who are selecting candidates for short-listing, and collect the 
Chapter 8 424 
information on a separate sheet which is not shown to those making up the 
shortlist: indeed this is recommended as best practice by the Chartered 
Institute of Personnel and Development (CIPD, 2007) and ACAS 
(www. acas. org. uk). ) There is no way of knowing whether, how, and to what 
extent, participants were making assumptions about the hypothetical 
'candidates' based on the minimal information given. On the other hand, 
keeping the information given limited and 'pure', is both necessary and 
desirable when conducting a psychological experiment. 
Another potential shortcoming was that the descriptions of the jobs and 
organisations were (of necessity) very limited, and no indication was given in 
the 'job descriptions' of the specific nature of the potential employer's 
business, the size of the organisation or of the level of pay which might be on 
offer for the job. All of these factors are likely to have an impact on 
employment decisions. In relation to older candidates in particular, it was 
suggested by Finkelstein et al. (1995, p. 661) that "managers may hold 
stereotypes about older workers costing more than younger workers" and 
although it could be considered that holding such stereotypes was actually 
part of being 'ageist', it could be that adding to the job description a 
statement saying that the pay was a 'standard rate for the job' might 
overcome this potential difficulty. In the present study and in Study 3, there 
was actually an opportunity to examine this issue, in that there were 
individual scale items which stated that, on one hand, "Younger workers are 
better value as employees than older people", and "Older people are poor 
value, as they are paid more money for the same work"; and on the other 
hand, "Older workers are better value for employers, as they stay longer in 
the job". Comparing the mean scores on these individual items revealed that 
in both studies, participants were significantly more likely to say that older 
workers are better value, than that they were poor value; and they were 
significantly more likely to say that older workers were better value (because 
of staying longer in the job) than they were to say that younger workers were 
better value (generally). There was no significant difference between the 
mean scores of the items "Younger workers are better value as employees 
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than older people" and "Older people are poor value, as they are paid more 
money for the same work" (Study 3 only). The statistics for these 
comparisons are shown in Appendix 4, item 5. Thus it does not appear that 
stereotyped perceptions of older workers being likely to cost more, or being 
worse value for money, particularly featured in participants' thinking in this 
research. 
There were 3-4 complaints from participants that the questionnaire seemed 
boring, and it is possible that asking people to choose between 12 pairs of 
candidates for each of two organisational conditions was indeed rather more 
than would have been ideal. In addition, especially if a participant had been 
contacted via their workplace, they were also being asked to complete the 
questionnaire within working hours, and may have felt more pressured for 
time than if they had been outside their workplace. There were 17 cases in 
which the participant prematurely ended the questionnaire. 
A further possible limitation needs to be mentioned. Finkelstein et at. (1995) 
in their meta-analysis found that in studies where age was made more 
salient, that is in within-subject designs, where participants had to choose 
between candidates of different ages, differences between the evaluations of 
younger and older workers tended to be larger than in between-subjects 
designs where independent samples of participants evaluated older versus 
younger workers. In defence of the present study, however, although it is a 
within-subject design, it must be pointed out again that the conjoint task 
involved four levels of age (25,35,45 and 55) as previously explained, of 
which no more than two would appear in any one trial, and in some of the 
trials for each participant, there might not have been any age difference 
between the putative candidates (as the comparison might have been 
between, for example, two 25 year old candidates of different genders, 
training or commitments). It would be difficult to achieve a between-subjects 
design which would adequately cover the present research questions, given 
the difficulty of access to samples of management decision-makers, let alone 
several appropriately matched samples. 
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9.1 GENERAL DISCUSSION 
This PhD programme of research set out to look at the phenomenon of 
ageism in the workplace. This seemed a particularly relevant topic for 
investigation in the light of population changes, which mean that in the 
coming years there will be record numbers of people in the age groups 
normally associated with retirement. 
The overall aim of the present research was to elucidate the underlying 
causes of workplace ageism: the attitudes, beliefs and influences which 
may affect an employer's willingness to employ, and give equal 
opportunity to, older workers. The threshold of what constitutes 'older" 
will vary according to industry and type of job, and this research 
programme has concentrated on what are sometimes called 'white-collar P2 
jobs, a term which seems to have rather gone out of use at least in Britain; 
they might also be called 'non-manual' jobs, where physical strength is not 
required to perform the tasks (Kemper, 1994) although mental endurance 
might well be needed. 
This research focused on furthering our understanding of the origins of 
ageism at these types of organisations. It also developed a reliable and 
valid scale of ageism at the workplace and looked at some of the factors 
which may exacerbate or mitigate discrimination against older people in 
particular organisational contexts. 
In terms of the specific contributions of this research programme, it has 
therefore expanded our knowledge of workplace ageism in the following 
ways. It has identified theories of stigma, and in particular threat-based 
' The Age Concern definition of 50 or over has been used throughout unless otherwise 
stated. 2 Defined by Chambers Dictionary 2006 as "the class of workers... who are not engaged 
in manual labour. " 
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theories of stigma aetiology (e. g. Stangor & Crandall 2000, Stephan & 
Stephan 1985,2000), as a valuable theoretical framework for explaining 
the phenomenon of workplace ageism. Reviewing the literature, it was 
apparent that there were consistent themes pervading representations of 
older workers, as discussed in Chapter 2: older workers were considered 
to have drawbacks such as lacking energy, being resistant to training and 
to learning new ideas, lacking creativity, and not being adaptable to new 
conditions (e. g. CIPD/C! M 2005, DWP 2001). Yet the performance by 
older workers in the workplace was found in several studies to be no 
worse, and sometimes better, than that of younger workers (e. g. McEvoy 
& Cascio 1989, Waldman & Avolio 1986). While there was evidence for 
some cognitive declines (Park, 1994), these did not necessarily translate 
into reduced performance of various tasks (e. g. Bennett et al. 2001), and it 
appeared that older people can readily compensate for any cognitive 
declines that may be occurring (e. g. Schmidt et al. 1988). Yet there is 
evidence that employers are much less inclined to send older employees 
for training in the kinds of new skills which might be needed to perform 
workplace tasks (Fitzgerald et al. 2002) - and then employment decision 
makers characterise older workers as lacking those skills! Hence there is 
more than a trace of self-fulfilling prophecy in the ways in which older 
workers are perceived. 
Hence, the central question of interest, which drove this research 
programme, was: What are the causes of ageism? Why does it occur? 
What is it about older workers, or about workplaces of today, which leads 
management decision-makers to be deterred from employing older 
people? As discussed in Chapters 2 and 3, it appeared that theories of 
stigma offered a prospect of explaining the phenomenon of workplace 
ageism. Qualitative studies 1 and 2 furnished evidence that some 
employment decision makers did use 'being older' as a negative label, 
providing a reason to rule out or consider less seriously an older candidate 
for recruitment, promotion or work-related training. Further support for the 
relevance of a stigma approach came from the ways in which the older 
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workers themselves behaved to disguise or downplay their age, and 
sometimes also to avoid or deflect criticism which might attribute errors to 
their age rather than to human fallibility at any age. 
As well as the evidence that age was 'used as a criterion in the context of 
recruitment, the imagery surrounding older and younger workers (recorded 
in both qualitative studies) seemed to echo the stereotypes found in earlier 
research, in characterising older workers as less likely to display qualities 
such as energy, job commitment, recent knowledge, or ambition, and as 
potentially being awkward to deal with especially if being managed by 
people younger than themselves. Being older in the workplace seemed 
then to involve a form of negative labelling, or stigma, which devalued the 
people to whom that label could be applied. Who those were, seemed to 
depend on the individual industry or organisation, with the 'too old' 
labelling being applied earlier in workplaces prioritising creativity, such as 
advertising agencies, or sharp-end technological knowledge, such as 
electronics companies, than it might be in workplaces involving 
administrative tasks; and there are many types of workplace 
unrepresented in this research. In Study 1, it appeared that some older 
workers did utilise strategies to deflect perceptions that they might be too 
old to continue in the job: there was evidence both of 'other-directed' 
strategies intended apparently to convince colleagues or bosses that they 
were still up to doing the work required, or that their personal 'image' could 
still fit that of the organisation; and of 'self-directed' strategies, such as 
managing one's energy in order to perform one's job without errors which 
might be attributed to age, or disengaging oneself psychologically from the 
workplace and/or taking early retirement at a time of one's own choosing. 
Several strategies had parallels with the types of strategies found by Miller 
and colleagues in their studies of the ways in which people from 
stigmatised groups deal with that stigma (such as obese people - Miller & 
Kaiser 2001, Miller & Myers 1998). 
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So the research indicated that a stigma framework might be appropriate 
for considering ageism: but did the stigma derive from any perception of 
threat, such as theorised by Stephan and Stephan (1985,2000) and 
Stangor. and Crandall (2000)? Once again, the qualitative studies 
provided some evidence about this. There was some overlap between the 
findings of the two qualitative studies, with regard to age and the 
workplace, which is not perhaps surprising given that several participants 
in Study 1 had themselves been employment decision-makers, and some 
of the participants involved in Study 2 as employment decision makers, 
were themselves over 50. Nonetheless, the two studies provided 
information given from the two different standpoints, or positionings (Harre 
& van Langenhove, 1999). From both studies there was evidence that 
participants believed that the negative stereotypes of older workers - 
found in several surveys such as CIPD/CIM (2005) - were alive and well 
in organisational contexts. These stereotypes did older workers particular 
disservice in the context of the way 'work' appeared, particularly among 
the employment gatekeepers interviewed in Study 2, to be constructed in 
the mid 2000s. 
In terms of the nature of the threat which might underlie the stigma, this 
research has suggested that it lies in a mismatch between the way that 
'work' is socially constructed at the time of this research, and the way in 
which older workers are perceived, which seems to be heavily influenced 
by the prevailing stereotypes (resistant to change, inflexible, lacking in 
energy, etc. ). Particularly in Study 2, there was evidence that work is 
viewed as involving intense pressures, such as to meet targets, satisfy 
shareholders, comply with regulations, and succeed against competition: 
as Bunting (2003, p. 92) expressed it, in Britain in recent years there has 
been "an unprecedented invasiveness as management practices 
unlock the required commitment, high performance and overwork. " A 
2004 TUC survey of health and safety representatives in organisations 
found that 58% cited overwork and stress as their most common concerns 
about hazards facing workers, and workload was listed as a cause of this 
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stress by 79% of those respondents (increased from 60% in 1998). The 
finding that managers are even less likely to prefer an older candidate in a 
situation of higher potential work stress, as shown in Study 4, further 
supports the inference that it is because older workers are seen as less 
likely to contribute fully towards meeting demanding work targets. Given 
that kind of construction of 'work', it is perhaps not entirely surprising that 
employment gatekeepers might hesitate to prefer a candidate from a 
demographic group stereotyped as lacking energy, unambitious, unwilling 
to change, and resistant to learning new skills and working methods. This 
contrast provides us with a possible explanation of why older workers 
might be discriminated against, and even stigmatised, in the workplace - 
and why they might be particularly targeted for early exit, as was found for 
instance in the BBC by Platman and Tinker (1998), and by Grossman 
(2005) in Gulfstream Aerospace in the USA. 
These findings, then, help us to identify the nature of the threat which 
might derive from employing older workers: to do so might be seen as 
risky for the organisation in relation to the likelihood of meeting targets for 
productivity, keeping up with new ideas and new discoveries, and using 
the latest forms of IT. (In fact it was striking how IT skills seemed to be a 
kind of benchmark of people's capacity to cope with work in the modern 
era. ) It would be natural for employment decision-makers to choose 
employees who were somehow perceived as more likely to help their 
organisations, or working teams, to 'deliver' the targets set for them, and 
who might also be likely to cost less than an older worker whose 
experience might not be specifically valued. When the social difficulties - 
exemplified by the possible need (as perceived by some Study 1 
participants) to negotiate inter-generational relationships at work - are 
added to this productivity worry, it is not too difficult to see how by 
employing a younger person, perceived risk of failure to meet one target or 
another, might be reduced, and with it the stress or pressure on that 
particular manager or decision-maker. 
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Doubtless some older workers fully deserve being described according to 
the stereotypes such as 'inflexible', or 'change resistant', as indeed might 
people of any age: but to use these perceptions as reasons to discriminate 
against older workers generally, runs counter to principles of diversity and 
since October 2006 is also actually illegal in Britain. 
It was also valuable that Studies 2 and 4 used samples of employment 
decision makers (managers) whose views are more relevant when 
considering issues relating to the workplace and older workers, than the 
samples of students used by some earlier researchers (see Chapter 2). It 
must be remembered that the employment decision makers interviewed in 
Study 2 did not say that older workers had no merits: it was recognised 
that older workers have life skills, and experience dealing with people and 
work situations, which are very valuable, indeed essential. This finding is 
relevant to the nature of stigma, in that some writers on stigma, most 
notably Goffman (1963), held that stigma was an 'all-or-nothing' kind of 
condition, and not context-dependent. The finding that older workers were 
not 'globally' devalued (since it was recognised that they possessed 
merits) fits better with the concept of stigma as context-dependent, as put 
forward by Jones et al. (1984) amongst other writers (see Chapter 3 
section 3.1.5). However, appreciation of older workers' experience 
seemed to be tempered somewhat by opinions holding that the work 
environment had changed and was still changing so quickly, that the value 
of past experience could not be assumed, and it could be that recent 
qualifications and training on the latest technology, or regulations, would 
be more valuable than half a lifetime of experience (particularly if that 
experience derived from only one employer). This would naturally depend 
on the nature of the jobs being done, and some of the older workers 
interviewed for Study 1 were clear that their value to their employers or 
clients did not depend on technical skills, but on the wisdom and judgment 
they had accumulated. 
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Based on the qualitative studies, along with some of the existing literature, 
it was possible to create some hypotheses about the circumstances in 
which ageism might particularly occur. Hypotheses could also be 
generated about the possible relationship between workplace ageism and 
other psychological constructs, which might permit us to predict the types 
of people who would be particularly inclined to hold ageist attitudes and/ or 
make ageist decisions. If reluctance to employ an older worker were 
related to on the one hand, feeling stressed by work targets, and on the 
other hand perceiving older workers according to the stereotypes, it was 
reasonable to hypothesise that ageist recruitment decisions might 
particularly be made when such targets were seen as demanding. It was 
also hypothesised that the sort of person inclined to display workplace 
ageism would be a person more vulnerable to feeling stressed and also a 
person who might not feel totally in control of her or his work related 
outcomes. 
The experimental study (Study 4) was intended to shed light on when 
ageism might occur, in the sense of the organisational circumstances 
which might make it more, or less, likely. It was hypothesised - on the 
basis of the theories of threat-based origin of stigma, as well as on the 
findings of Studies 1 and 2- that `ageist' decisions about employment 
matters might particularly be found when a working group, or organisation, 
is subject to demanding targets and a degree of workplace stress in terms 
of meeting those targets. Accordingly, Study 4 consisted of an experiment 
using two conditions: higher and lower stress, in which the higher stress 
condition involved an organisation subject to demanding targets, where 
team members' pay depended to a large extent on the team's 
performance against those targets and compared with other teams; and 
the lower stress condition involved an organisation in which there was less 
competition between teams within the organisation, and while successful 
teams still received bonuses, the basic salaries offered were good. It was 
hypothesised that older candidates (aged 45 and 55) would be less 
attractive in the higher stress condition than in the lower stress condition. 
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This result was indeed found: and this finding supports the hypothesis, 
that when an organisation or team is under some kind of pressure to 
perform, older candidates may appear more risky and therefore less 
attractive as prospective employees, than do younger ones. 
Study 3 successfully began, and Study 4 continued, the process of 
developing a scale (or rather, a set of subscales) measuring aspects of 
Ageism At Work (AAW). The Ageism At Work construct was found in 
exploratory factor analyses on two separate samples potentially to consist 
of three distinct elements: AAW1, General Ageism (exemplified by items 
such as "Older people can't cope with modern working methods"); AAW3 
(Anti)3 Age Diversity, (example item "Older people can be just as creative 
and original as younger ones"); and a somewhat more ambiguous element 
(AAW2) named for now "Older and Younger Workers" (example item 
"Older employees are more reliable than younger staff'). All these 
subscales scored well for reliability. 
In terms of the types of people likely to display ageism, this research has 
contributed an insight into the nature of this particular prejudice, indicating 
its relationship with sexism: and it is possible that it would also relate to 
other types of prejudice such as homophobia or racial prejudice, if the 
opportunity could be found to investigate these matters. The relationship 
found between workplace ageism and Social Dominance Orientation 
(Pratto et al., 1994) suggests that ageism as a prejudice may well relate to 
more generalised beliefs in the justifiability of the existing social order 
(Sidanius & Pratto, 1999). This would again be a fruitful area for further 
investigation. This research has also suggested that age discrimination in 
the workplace may be used as a way of protecting oneself - as a 
manager, team leader or whatever - from the risk of hiring people 
perceived as more expensive to pay, but less likely (according to 
stereotypes) to make a worthwhile contribution to the team's performance. 
3 So named because all scales were scored such that a higher score denoted a more 
ageist attitude. 
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The relationship between ageist attitudes at work (as measured by the 
new AAW scales), tendency to suffer from anxiety (Trait Anxiety - 
Spielberger, 1995), and a higher external Work Locus of Control (Spector, 
1988), further reinforce the notion that ageism at work - as manifest 
particularly by age discrimination in hiring - may be a kind of pre-emptive 
defence against having to worry about the risk of team underperformance. 
This research has also suggested ways in which older people who wish to 
continue their careers might broaden their employment options, by making 
efforts to stay up to date with knowledge and skills relevant to their field. A 
great deal of the responsibility for this must lie with employers themselves, 
and it is known (e. g. Fitzgerald et al. 2002; McDowall 2007) that older 
workers are less likely to be sent on training courses than younger ones. It 
was found in Study 4 that older candidates who had received recent 
relevant training would have a chance of selection greater than those who 
had not received such training, and in the 'higher stress' condition this 
improvement was greatest for candidates aged 55 (as compared with 
those aged 45,35 or 25). Having had recent training was mentioned by 
participants in the qualitative studies, as reasons why younger candidates 
might be preferred not only in technological fields but in fields like 
accountancy where the regulations are constantly being revised. In 
contrast, while candidates without extensive commitments outside work 
were preferred to those with such commitments in both stress conditions 
and at all age levels, the differences were greatest for younger candidates 
(25 and 35) in the higher stress condition. This could relate to a 
perception that younger people may have developing family 
responsibilities, but without information on this point, it is only speculation. 
On the other hand it was found in the higher stress condition that 55 year 
old candidates without extensive commitments were as attractive as job 
candidates as 35 year olds with such commitments, so it is still possible for 
older candidates to improve their employability - if they so wish - by 
emphasising their availability for work and the hours they might be 
prepared to put in. 
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Two other areas emerged from the qualitative research, which seem likely 
to be worthy of further investigation. First was the way in which the 
concept of 'career' is constructed in early 21st century Britain. It appeared 
that, at least in some of the organisations represented by participants in 
the qualitative studies, that it was considered 'natural' for young recruits to 
rise rapidly in their twenties and thirties, and to attain senior positions 
(such as partner in an accountancy firm, or account director in an 
advertising agency) by the age of forty, or not long after. Those who had 
not managed to attain these top positions could find themselves sidelined, 
and stuck on a career plateau. While people who had reached these 
senior positions might find themselves protected, at least for a while, 
against career setbacks related to age, those who had not attained such 
heights were potentially vulnerable. 
The second area on which light has unexpectedly been shed concerns the 
need apparently felt by the older workers in Study 1 to take care to 
negotiate their relationships with younger colleagues. This is not 
something which has appeared in any previous literature. There was an 
apparently intense desire to avoid behaving towards younger colleagues 
as one might towards one's children, and participants came up with some 
interesting strategies to ensure that they communicated with their younger 
colleagues as social equals. It is not entirely clear why this might occur, 
though one might speculate that it is done to try to dissociate age 
differences in a work context, from those within a family where there might 
be an element of power and authority implicit in the normative parental 
role (Luescher & Pillemer, 1998). There was little evidence on this subject 
from younger people in terms of their relationship with older colleagues, 
and it is an area where further research would be useful, to examine age 
differences at work from the point of view of the younger workers, 
including those supervising people older than themselves. 
Finally, in terms of the contribution of this research programme, it is also 
worth mentioning that the methodology used for Study 4, choice-based 
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conjoint analysis, appears to be a valuable method which although not 
very much used yet in psychology, appears to have many merits, 
especially in terms of permitting a number of variables to be compared 
without increasing the cognitive workload on participants to impractical 
levels, and disguising the variable(s) of particular interest in the research 
(see Chapter 8). The main drawback of the method may be the fact that 
has rarely been used in psychology and readers are unfamiliar with it, and 
hence may not feel confident to comment on its findings as readily as they 
would with methods more widely used in psychology. Although in principle 
the method can handle more attributes than the four dimensions (age, 
gender, recency of training and extent of non-work commitments) used in 
Study 4, in practice if the number of variables is too large, participants may 
find it harder to evaluate the options presented to them and hence resort 
to simplification strategies which would effectively distort the results of the 
study. A web-site giving information about conjoint analysis, 
www. dobney. com, includes the statement that "The limitation on the 
amount a respondent can absorb at a time, combined with the rapidly 
increasing number of 'full-profile' combinations that are possible means 
that choice-based conjoint is typically limited to 5-7 attributes. " However, 
with only four attributes, the present Study 4 was well within this limit. 
9.2 LIMITATIONS AND AREAS FOR FURTHER RESEARCH 
An obvious limitation of the present research programme is the fact that it 
concentrated on the area of service industries. This was done for good 
reason, in order to avoid the (perhaps more justifiable) rationale for age 
discrimination, in the context of manual work, based on the superior 
average strength and fitness of the younger worker (e. g. Kemper, 1994). It 
is not necessarily the case that older people are less strong than younger 
ones, and ideally we might be just as concerned about age diversity in 
manual occupations as we would be in non-manual ones. 
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A further limitation was perhaps the particular choice of scenarios for the 
two conditions in Study 4, the higher and lower stress conditions, which 
were both in the setting of client service teams. The finding that female 
candidates were preferred to males in both stress conditions, at all age 
levels, and among participants of both genders, seems rather counter- 
intuitive, and may have arisen from the client service nature of the putative 
jobs: it would be worthwhile repeating this study using different types of 
job scenarios, perhaps in occupations which while open to both sexes, are 
more usually associated with males (such as technical jobs in information 
technology, or electronics). This preference for the female candidates is 
also significant in that it challenges approaches to stigma, such as 
Goffman's (1963), which presume that an identity stigmatised in one 
context, is stigmatised in another. An identity which has sometimes, or 
even often, been apparently stigmatised - such as being female in an 
organisation (e. g. Benschop, 2006; Kanter, 1977b) - is not necessarily 
always the salient identity for research participants, and may not be so for 
such people in their everyday working lives. This idea mirrors findings 
which show that targets of stigma do not always accept the stigmatised 
identity as the central aspect of who they are (e. g. Camp, Finlay & Lyons 
2002). Both stigmatisers and stigmatised seem to be more 'selective' in 
the way they attribute identities to others and how they manage their own 
identities. 
A third limitation is, as mentioned earlier in this chapter, the fact that the 
views of younger workers are not represented - or only insofar as the 
participants for Study 2 included some younger people (though none 
under 30). Particularly in relation to the finding that older workers feel the 
need to 'negotiate' their relationships with younger colleagues, it would be 
valuable to obtain the younger workers' side of this issue, and to see 
whether they made as much effort to relate to older colleagues as the 
latter apparently did to relate to younger people. 
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9.3 CONCLUDING REMARKS 
It is hoped that this work will help in the design of interventions which 
might be used within organisations to help to promote age diversity. 
Reviewing the literature of ageism and comparing it with the literature on 
the capabilities of older people and older workers, has identified much 
information which, if presented to employment decision-makers in the 
context of age diversity training, might help to convince them that older 
workers remained attractive as potential employees. More specifically, 
identifying the wish to minimise the risk of failure to meet targets or cope 
with other pressures as a prime motivator for age discrimination in hiring, 
means that interventions could be devised specifically to address such 
fears. The assumptions that older workers would cost more could be 
addressed by the fairly simple mechanism of advertising jobs with 
particular salary scales, so that older people would no longer be assumed 
to cost more than younger ones with equivalent qualifications or 
competencies. This would make it a more 'level playing field' in terms of 
comparisons between candidates of all ages. 
On the other hand, the research has perhaps also given indications of how 
older people themselves, if they want to continue in employment whether 
because they need to earn or because they just prefer to continue 
working, should make efforts to ensure that they remain employable, in the 
face of changes in the job market and working environment. It is simply 
not realistic to say that one 'is no good with computers' when they are 
central to today's working environment. While employees within 
organisations need to receive training whatever their age, people wishing 
to change jobs might find it essential to update their technical or IT skills at 
their own expense, if that were necessary to secure the job opportunities 
they seek. This may also have implications for Government 'Lifelong 
Learning' initiatives. 
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This research has shown that having fewer commitments outside work, 
increased the attractiveness of job candidates at all ages (see Study 4). 
This could have application to diversity in fields other than age. The 
perception of a candidate as having limitations which will restrict their 
availability for work, could apply as much to a person with a disability or 
chronic health problem, and to a person with parental or other caring 
responsibilities, as it could to an older person. The desire for 'work-life 
balance' is not confined to the mothers, or even the parents, of young 
children, and while we might understand the desire of employers to obtain 
what they view as best value for money out of an employee, the solution is 
surely not always to employ people whose horizons and interests are 
limited to work. If opportunities for work-life balance were made more 
freely available across all ages and both genders, there might be less 
reason to discriminate against any particular demographic group. 
Finally, as some participants in the research remarked, the particular 
contributions which older workers can make to organisations, as well as to 
society in general, need to be recognised and facilitated. Erik Erikson 
(e. g. 1950,1978 - see also Slater, 2003) wrote of the seventh stage of life 
(out of eight stages), as mature adulthood, where the choice was whether 
to pass on one's experience to a younger generation (which Erikson called 
"generativity") or whether to be self-absorbed and pass on little or nothing 
to future generations ("stagnation'). In that many people's lifetime 
achievements focus on aspects of their work, the opportunity to pass on 
the benefit of their experience to a younger generation is not only good for 
their own well-being, but is likely to benefit society, and the national 
economy, in general. 
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APPENDIX I ITEM I 
STUDY I Discussion Guide: interviews with people 50-65 who 
are working or retired 
Introduction 
Hello. Thank you very much for being willing to be interviewed for this study. I 
would like to talk to you for up to one hour about your experiences of work. 
The study is part of a research project we are carrying out at the University of 
Surrey. 
If you don't mind, I will be tape recording the conversation, but I would like to 
emphasize that everything that we talk about is completely confidential. No- 
one apart from me, and possibly another researcher at the University of 
Surrey will be allowed access to the tape or the transcript, and in reporting 
the study all participants will be anonymous. If for any reason you do not 
want to continue the interview, please let me know and we will stop. 
(Note: throughout, in order to encourage honesty, participants may be asked 
to talk in terms of 'people like you' or 'people in your position' if there is any 
indication of reluctance to speak about their personal experience. ) 
This Discussion Guide contains too much to cover in each interview. 
Specifics to be varied according to how each interview develops. 
I. Self description. Imagine you were describing yourself to a person you 
had just met socially. What are the main points you would make about 
yourself in a social context? [Maybe this could be done in writing? ] 
Now imagine you were applying for a job - writing a letter or talking to 
someone on the phone. What are the main points you would make about 
yourself? What would you NOT say? (Probe for details would emphasise/ d- 
emphasise/ avoid. ) 
Depending on what said, feed back to respondent: so the main points you 
would make about yourself are........ is that right? 
2. Recent working history. This research is about people's working 
experiences. Please would tell me about the last few years of your 
working life. Please begin at whatever point in your working life seems 
relevant to you. (Respondent to be encouraged to narrate the history of 
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their working lives over the preceding few years - exact time to be 
decided by them according to what seems relevant. ) Probe for: 
" how applied for any new job/ promotion, what was process - form, 
interview etc. Were you satisfied with the way you were treated? 
" description of work, responsibilities 
" explaining any changes of role, whether due to promotion, job change, 
redundancy, etc. 
" describing any training received, or that would have liked to receive. 
Any mention of age would be followed up naturally. 
Significant events mentioned by the participants will be probed, using 
questions such as: 
" How would you explain that? 
" Why do you think that happened? 
" What would you have preferred to happen? 
" What do you think was in the mind of (colleague/boss etc. ) when s/he 
made that decision? (regarding decisions relating to participant's 
career) 
" How did you feel about that? What was it like? Was it like any 
experience you have had before? 
" How did you handle that? 
" Did that have any particular consequences for you? If so, what? How 
did you deal with those consequences? 
Again, any mention of age would be followed up. 
3. The individual within the working environment. In what ways are you 
similar to your colleagues? In what ways are you different from them? 
" Do these similarities/differences matter? If so, why and how? If not, 
why not? 
" Probe for relevance of similarities/differences to work itself, and to 
social aspects of employment. 
" If age mentioned spontaneously, probe for ways in which age is 
relevant/irrelevant to work itself, to relationships with colleagues, to 
social events during/after work. 
Appendix 1 484 
4. Focus on age. If age still not mentioned spontaneously, now begin to 
focus on older people (c. 50+ unless other age cutoff mentioned by 
participant): 
" In organisations you have worked for/where you work now, is there an 
age above which people are considered to be 'older' (recognising this 
may depend on type of organisation/ nature of work/ level of 
seniority)? 
" Are you aware of any 'issues' about older people in these 
organisations? If so what? Ask person to explain what such issues 
might be. (Such as: need to downsize/ health issues/ management 
issues such as younger person supervising older one - or whatever 
comes up. ) 
" Do you consider yourself to be 'older' in the context of your 
workplace? (if yes) What effect does this have on you - on others? 
Do others consider you to be 'older' in the context of work? How does 
this manifest itself? 
5. Becoming older. Was there a particular point at which you became 
aware that you might be considered an 'older person' relative to your 
colleagues? When was that? How did you become aware? (Ask for full 
narrative if anything specific happened to make person aware that age 
had become a factor. ) 
" What was your reaction? Why do you think you reacted that way? 
" Did you take any particular action as a result? What, why? 
6. Experiences. Can you give any examples of occasions when your age 
appeared to be an issue? Please tell me about that. 
" what happened? 
" Do you think that [event] was connected with your age? In what way? 
" reactions of self/ others: including behaviour/ feelings: What did you 
do? How did you feel? 
" eventual outcome 
" Thinking about it now, would you prefer to have done something 
differently? If so what, and why? 
7. Further discussion of age and the organisation: 
" Do you feel your organisation' is conscious, particularly, of people's 
ages? If so how? 
1 For those no longer employed, this would be your most recent employer' 
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" How would you describe your organisation's [your most recent 
employer's] attitude to older workers? As someone who is over 50, 
how do/did you feel about that? 
" Please think of one or two other people who are doing well in your 
organisation, and who are over 50. How would you describe them? 
How would you account for their success in the organisation? (Probe 
for: gender; seniority; skills; any other factors helping them. ) 
" Do you think that your colleagues'/ your boss's attitude to you is / was 
influenced by your age at all? 
" Do you feel you are having to compete with younger colleagues in any 
way? If so, please describe. 
" Do you feel there is any ageism in your organisation? Do you think 
you personally have experienced it? Have you observed anyone else 
being treated in a way which might be considered ageist? If so, 
please tell me about it. 
8. Younger managers, older subordinates. Have you experienced 
situations where a younger person is supervising an older one? Please 
tell me about that: what was the situation, what were the feelings of 
yourself/ those involved (as far as you know); were there any problems, 
or was the working relationship successful? And vice versa: older 
managers, younger subordinates. 
9. Preference for younger workers. Why do you think some 
organisations/ some managers seem to prefer to employ younger people? 
" Can this be justified? - are there circumstances in which it might be 
reasonable? 
" What might older workers do to 'remain competitive' or ensure they 
are treated equally, or fairly? 
10. `Defence strategies' [to be discussed at any point which appears 
relevant]: 
" Are you conscious at all of any need to conceal your age? Are you 
happy to reveal your age to colleagues (older, younger)? 
" Appearance of age. Do you ever feel a need to try to look or dress 
younger than you really are? (If yes) Why? What do you do to 
achieve this? 
" How do you compare in age with your colleagues? (If has many 
younger colleagues) Do you think that you alter your behaviour at all, 
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given that you have colleagues who are much younger? How? Why 
do you think you do that? 
" Do you ever feel the need to do anything in particular, to ensure you 
are treated equally/ fairly in relation to younger colleagues? If so, 
probe for: what action is taken (e. g. keeping skills up to date, being 
competitive, working long hours, etc. ) 
" How would you describe the balance between your work and other 
aspects of your life? Has that balance changed at all in recent years - 
in terms of the relative importance to you of work and other activities? 
What are your other activities? 
Do these strategies (if used) work for you? Why/ why not? 
Do you feel that having such strategies has any particular impact on you? 
11. Career changes. [If person has changed jobs or taken up new career, 
whether voluntarily or following redundancy] What were you looking for 
when you took up that new career/new job? 
" did you find it? How/ why/ why not? 
" how does it compare with your previous working life? 
12. Non-employment. [If not working due to redundancy or early retirement] 
Looking back on your working life since the age of 50, how do you feel 
about it? 
" what are you doing now? 
" what are the benefits and drawbacks of what you are doing now, 
compared to your previous working life? 
13-[Only if time] Legislation. The British government is committed to 
introducing legislation to outlaw age discrimination in employment, by the 
end of 2006. How do you feel about that? 
" If that legislation had already existed, do you feel it would have helped 
you at all? How? Why, why not? 
14. Sample Description. So that I can describe my sample, please would 
you tell me a few details about yourself. (Interviewer fills in details on 
profile form: gender, age, whether employed/self-employed/retired, etc. ). 
(May use questionnaire with details of qualifications, current or last 
position, etc. ) 
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APPENDIX I ITEM 2 
Study on Working Life (Study 1) 
April 2005 
Profile Questionnaire (needed for describing the sample) 
Name of Respondent Date 2005 
1. Which of these age groups do you fall into? 
Please ring 
Under 40 1 
40-45 2 
46-49 3 
50-55 4 
56-60 5 
61-65 6 
66-70 7 
Over 70 8 
2. Please tick whether you are male or female. M F 
3. What would you consider to be the principal occupation or profession during 
your working life? Please write it on the line below. 
4. About how long have you been working in that occupation or profession? 
years 
5. Are you still working in that occupation/profession? (This would also apply if you 
had changed jobs, but remain within your main occupation or profession. ) If so 
please ring code I below. 
If you have changed your occupation, say during the last few years, have retired 
from work or no longer work for some other reason, please indicate that below 
ringing the appropriate number. 
If none of the categories fit you, please describe 
our situation briefly under `Other'. 
Please ring 
Still in principal occupation 1 
Have changed occupation 2 
Have retired voluntarily 3 
Retired early, but would have preferred to continue 
working 
4 
Was made redundant 5 
No longer working (for reason other than 
retirement) 
6 
Other (write in briefly) 7 
Thank you very much. All this information will remain 
completely confidential. 
If more than 
one of these 
applies to you, 
ring as many 
as apply. 
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APPENDIX 1 ITEM 3 ýý 
Consent Form - STUDY I 
Ethics Committee 
"i the undersigned voluntarily agree to take part in the study on Working 
Life of People 50+ 
"I have read and understood the information provided. I have been given 
a full explanation by the investigators of the nature, purpose, location and 
likely duration of the interview, and of what I will be expected to do. I 
have been given the opportunity to ask questions on all aspects of the 
study, and have understood the advice and information given as a result. 
"I understand that all personal data relating to volunteers is held and 
processed in the strictest confidence, and in accordance with the Data 
Protection Act (1998). I agree that I will not seek to restrict the use of the 
results of the study on the understanding that my anonymity is preserved. 
"I understand that I am free to withdraw from the study at any time without 
needing to justify my decision, and without prejudice. 
"I confirm that I have read and understood the above, and freely consent 
to participating in this study. I have been given adequate time to consider 
my participation and agree to comply with the instructions and restrictions 
of the study. 
Name of Volunteer 
(BLOCK CAPITALS) 
Signed 
........................................................ 
........................................................ 
Date 
..................................... 2005 
Working Life of 50+ study/psych/db/March 2005 
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APPENDIX 1: ITEM 4 
TRANSCRIPT OF: "KATE" 
DATE OF INTERVIEW: 16.5.05 
(CHAPTER 5, STUDY 1) 
INTERVIEWED BY: DB 
Just to start off, if you'd just met somebody socially, what are the main points you'd 
make about yourself? if you wanted to say 3 things about yourself 
R How I would describe myself? 
Yes. just like who you are, and.. 
R Right. Three things? 
Well it doesn't have to be three. 
R Right, well that's a difficult one to start me off on. I suppose I'd say I was mid fifties, 
erm ---------I- this is just a social occasion, it's not anything to do with work. 
No, but it doesn't have to stop you saying what you like. 
R Mm. Difficult. No-one's asked me to explain who I am, apart from in a business 
context. I suppose I'd say I was mid fifties, I was married, erm -- and I work full time 
as an administration manager. That's how I'd describe myself. 
OK 
R It sounds a very limited definition of oneself, though. 
It doesn't matter. 
R Yeah, I suppose I do think, thinking about it, I suppose I do think, 'oh yeah how would 
I describe myself? ' It depends, I suppose it depends on what context you're in, it really 
depends what context you're in. I suppose it would also differ as to who was asking 
me, if it was a woman in her mid fifties, or it was somebody young, or if it was a man - 
it could be all sorts of different - I'm making this unnecessarily complicated. 
I No. 
RI think it would, I think it would alter my answer. 
I OK, well looking at it another way, or taking it on, if you'd just met somebody in a work 
context, I don't know what context it might be, but imagine something, a scenario 
where you were meeting people because of your work, what would you want to 
communicate about yourself then? 
R Mm. Well, let's think. Erm there was a suggestion, I suppose this is a possibility of a 
scenario, that I would attend a sort of an exhibition, which is, it's actually an exhibition 
for film makers and producers, and we, where we work, we have an opportunity to 
have what we call third party income generation, which is civilians using the training 
areas for filming, obviously. I mean for instance, they filmed part of some James 
Bond, on some of the training areas at some location, within the army training estate, 
things like - do you remember that thing with that blonde girl who was a soldier, they - 
- erm -- what was she called - Tamsin Outhwaite? That was filmed at (place she 
works]. It's that sort of thing. If producers and film makers say, we have this kind of 
scenario, we have - all sorts of things, I mean they've got some very prestigious 
buildings, that the military have built since Victorian times, that are, that would, can be 
let out, for - and it's that sort of thing, and they pay huge amounts in license fees for 
these. 
So what, you'd meet someone through that? 
R Well there was a suggestion that my boss and I would attend that, so I suppose that's 
the kind of context I was thinking, it's not strictly speaking within the company, I mean 
there's an awful lot of people I haven't met within the company, because it's UK wide. 
Mm 
R But I was just trying to think of something that was just slightly outside that scenario, 
so I suppose if you were meeting someone who was I dunno, a film producer or 
something, I would describe myself, I would describe where I was working and I 
suppose again I would say I was an administration manager and responsible for the 
HR function for 125 people, but -- and one of the guys who I line manage, is actually 
our licence administrator. And Home Counties, they have the largest by far revenue, 
third party income revenue, of anybody, of any other region. 
Oh really 
R So it's quite important -a good money spinner. 
CHUCKLES Yes. Fine, Ok so in terms of what your present job, you've mentioned 
Appendix 1 490 
you're an administration manager - 
R It's just a term that most people would recognise, so I just use that, as a generic short 
quote. 
And just for the purposes of the interview, could you give a brief description of what 
your job involves? 
R Well I suppose my correct title at the moment is 'regional administration co-ordinator, ' 
which when I first went there, which was approximately two years ago, means any 
kind of administration procedure to do with the office, and a huge part of that was the 
HR function, anything to do with personnel, you're the regional link between the staff 
and head office, and also payroll, which is - payroll's outsourced, so you're the kind of 
lynch pin. It's really a kind of one woman personnel department, really. Erm -I mean 
it's everything -I suppose I got stuck with a whole lot of office manager stuff, and - 
what they call Ops, operational support, which is supporting the regional operations 
manager, because there was no other senior administrator there -I was most -- it 
seems to be a very flat managerial structure, in that there are four senior people, of 
which I am one, and all the rest are admin assistants, and it's very -- there's a huge 
gap, there's too big a gap, I think, but it's -- we're just undergoing some regional 
reorganisation, and I think that will change, it will evolve. 
OK, and you're responsible for managing -- 
R Sixteen. I line manage 16. 
OK. Erm - now I'd like to ask you please to tell me about the last few years of your 
working life, no specific number of years, because I'd like you to start at whatever 
point is relevant to you. 
RI suppose a good starting point is to say when I came down here. Which is 4 years 
ago now, so I' suppose that seems - quite a big sea change in life circumstances, so I 
suppose that seems like a good point to start. I mean, I came down in say April 2001, 
and we got married in July 2001, and that interval was kind of - it was a bit of a hiatus 
I suppose, we were preparing for the wedding, and had a bit of a rest, having had the 
pub for 5 years, so we just kind of gave ourselves that time off. When I got back, I 
looked for a job, and I got a job as a consultant with Avenues, the dating agency. 
I Oh yes 
RI think I only stayed there for about two or three months, about two months, I just 
found their business practices unethical. I felt very uncomfortable selling memberships 
which were very expensive, when I just knew, that they didn't have a choice of 
personnel to offer, and I just thought it was unethical, so I left. And after that I did -I 
think I started Herbalife after that, the nutritional -- it was my ambition to be my own 
boss, I suppose. I think I'd had an unfortunate experience with a boss of mine, and I 
just wasn't ready to work for someone else. First of all I did the Avenues, which was, 
you were a consultant and you worked on your own in an office, it was very much 
standalone, and the Herbalife, you were working for yourself. A franchise, so that was 
--I just wasn't ready to work for someone else. And then I went to work for erm --- 
yeah, I suppose it was -- INAUDIBLE part time, I started off part time, as like the 
office administrator, sorted out all these office processes and procedures. It grew 
really, I ended up doing all the kind of ordering, and the procurement, and all of that, 
and then he ran into a-- erm -- cash flow problems, and made me redundant, and 
pretty well straight away I got this job. 
I Thinking about when you were made redundant, were you -I mean, was the function 
abolished, or -- 
R Erm -- well, I can only presume yes, because -I only maintained contact with -- 
there were two girls in the office, one was very part time, she only worked one 
morning a week, she was kind of the book keeper, and the other girl, when I first got 
there, she was only working three afternoons a week, because she was doing a 
Ph. D., actually. Then she ended up, her PhD wasn't going terribly well, so she ended 
up doing 5 afternoons a week, and --- he was going to teach her some more of that. 
She was sort of 5 afternoons a week, sort of marketing. But then he was going to 
teach her more about going out and doing sort of measuring up, I don't know what you 
call it, sort of contract management, kind of --a bit more proactive, and a bit more 
measuring out for jobs, and she ended up going full time, and I do think that was why I 
had to go, because he couldn't afford 2 full timers and the book keeper, so I think 
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because Sue had worked for him for 5,6 years, so I think I was first choice to go. I 
mean he always told me that he had to take that function on, which was what I was 
doing, all the ordering and all the rest of it. 
So were you satisfied with how you were treated then? 
R Well I did know he had cash flow problems, I know he did, because he and I used to 
sit, I mean I knew the book keeper, so I suppose she shouldn't have done, but we all 
worked very closely together, she used to have a stack of erm - cheques ready paid 
out for the accounts that had come due from the suppliers, and I used to take 
telephone calls from the suppliers, we want to speak to Mr. Doodah, and she's - the 
instruction was, unless somebody rang up and was particularly irate, just to post that 
one out, so - GIGGLES - so I do know he did, that was a legitimate er - 
OK, so you left there, and can you say how you got your present job? 
RI just went to an agency in Petersfield, and then - practically that week, I got this job. 
The erm - [company] were taking over the administration function of the army training 
estate, on the 16` of July, and it was the last week in June, and erm - he was desperate desperate for a senior administrator, so erm - 
And how did you feel the agency treated you, were they - 
R Yes, really well, I got on really well with the woman who ran it, but I think that was 
because she owned the agency, she was our age, understood the problems about, I 
mean I had in the past had occasion to apply for lots and lots and lots of jobs, this was 
when I was in my mid forties, and I did feel, I hardly ever got even a reply, and I did 
think there was a huge amount of ageism around, 
What made you feel that? What gave you that particular impression? 
RI don't know, perhaps I was feeling particularly old, I don't know. I think I did attend a 
couple of interviews, and I did feel, you know, it was just a feeling I got, that I was - 
you know - when you were lined up with everybody else ready to go in for an 
interview, that most other people were twenties, thirties, --I tended always to be the 
eldest one going in for an interview. I dunno, it was just a feeling I got. I think I was 
quite encouraged by that particular woman's attitude, she was very encouraging. 
The one who got you the - present job. 
R Yes, because I said to her, do you think it's a disadvantage, and she actually 
reinforced, she did say 'yes, there is an awful lot of ageism about'. I mean I think, I 
had joined quite a few agencies, when I first came down here, and I did get the 
feeling, because a lot of the - you know, the kind of Blue Arrow-y type agencies, 
they're all little girls in there, and you didn't tend to feel that they were -- rooting for 
you, I suppose, that's my take on it. And I think I was jolly lucky with the boss I got, my 
boss is very much -- he's married to a woman who's actually, I think she's 11 or 12 
years older than he is, and he -- can't see why anyone would have -- he would far 
rather employ older women, than - not that I think that's a matter of good luck, really. I 
was just lucky. 
Going back to these agencies, I'm interested in what you were saying about you 
know, there were younger women working in the agencies, and you got the 
impression they weren't rooting for you. Can you remember what it was about how 
they behaved towards you, that gave you that impression? 
R Well it could have been a two way thing, in that I-I- if I ever came, had an interview 
with someone who was, say, 40 plus, I suppose I would feel more comfortable with 
them, I don't think it was entirely a one way street from them to say, here is this silly 
old bat, who gives a damn? I don't think it was all, I'm trying to be fair here, I think I 
probably felt more comfortable with someone who was 40 plus, than somebody who 
was 19, and I found an awful lot of agencies did have an awful lot of young girls in 
there, and you used to think, well, what the heck do they know, about -- life. And the 
struggle of getting job, I, I used to feel that somebody who was 40 something was 
actually probably, had had quite a few jobs themselves, and did know the vicissitudes 
of going through that process, you know, rather than being 19 and it's probably the 
third job, or second job, that she's had. I don't know, it was all a bit too slick. 
Yes. Do you think there's any way that they could handle it better, even if it were 
these 19 year olds? 
R No. I just don't tend to think it should be, perhaps I'm being prejudiced now, I think it's, 
I think someone who's doing that kind of role, I mean for instance, I would not think 
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someone who's 19 could be a marriage guidance counsellor. Because they just, 
they've just not had sufficient life experience. And that -- perhaps agencies see it as just a data collection thing, from some young girls, and that, I suppose wouldn't be so 
bad, but it's when you're being -I dunno, I felt uncomfortable being 'counselled' about 
what jobs were suitable, by some 19 year old, I just thought well, -- it just didn't feel - I didn't feel they had any wisdom to offer. 
I see. Mm. OK. 
RI feel the same thing about - perhaps I'm getting really old know, but - perhaps that's 
the problem, I just see, I once came up against someone who called themself a- I'm 
sure banks have these wonderful titles and that, like account relationship manager, or 
some such thing, and it was some 19 year old boy! Who was advising you about how 
to, the best way to - and you just think 'Oh God, sonny' before you even start. I just 
don't think certain jobs are suitable GIGGLES for young people. And counselling, 
some woman who's 50 something, about the best way to -I suppose also, because I've got personnel qualifications, I filled out the sodding application form, and I've 
interviewed more people, than ........ [VOICE TRAILS OFF] OK, thanks. Thinking of your present job then, thinking of your immediate colleagues, 
in what ways would you say you're similar to them, and in what ways would you say 
you were different from them? 
R How do you mean, immediate colleagues? 
Well, I don't know. 
R The people on a par with me, or - GIGGLES 
The people you work with day to day, in the same office, or the same work location, or 
R Howl? 
In what ways are you similar to them, and in what ways are you different from them? 
R We're not thinking about fellow managers, or -? 
Anybody you like. Just anything that strikes you. SILENCE 
R Erm -- I'd say, apart from my boss, I'm a lot more commercially minded. He and I are 
very commercially minded, we're very -- go getting in lots of ways, we want to change 
things, we want to make things better, er ---- 
Whereas the others are - what? 
R Well, -- just kind of plod through, really. I mean I'm just trying to think --I mean we 
could take it in two kind of hits, the people who are kind of my managerial - on a par 
with me, ----I find most of the men are quite content to kind of plod through the 
thing, because apart from me, there isn't another female manager, I'm the only one, 
and apart from my boss, I don't really -- have a great deal of respect for their - they 
don't have any business acumen, I mean - they just don't. But I don't know -I mean, 
the people I line manage, they vary, it's just like the human race, I mean some of them 
are terrifically hard working, you would give a job to them if you opened a company 
tomorrow, and some of them, they're just a waste of space. But that's - you've got to 
encourage those people, that's like a slice of the human race, isn't it. 
And how do they compare with you in age, I mean is there a range, or - 
R Yes, a huge range. I mean, I suppose the youngest one - 21? A 21 year old. 
Up to? 
R Up to - my age? I think there's maybe somebody who's a year or two older than me, 
maybe 57 % ish? 
And is your boss older than you? 
R No, he's 40. 
Oh really. How does that work, I mean does the age difference there - 
R No. I mean he's exactly the same age as my husband. And he and I get on well, like 
really really well, he's - he really respects me, which is so refreshing. I mean, I think 
especially - he's an engineer, and I do think that in that kind of - it's facilities 
management, and in that kind of technical based erm company, you do get an awful 
lot of chauvinism, but he's about the least chauvinistic person I think I've ever worked 
for, he is very open, very free with praise - he's also very free with criticism, if there is 
anything to criticise, which I don't mind, erm - 
When you say chauvinism, do you mean - how do you mean, male chauvinism? 
R Yes 
So you're talking about sex differences there, gender differences? 
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RI think that - that kind of male chauvinism exists a great deal in say, engineering 
stroke construction backgrounds, and I have had, I was a personnel manager for a 
construction company for 3 years, and there's a great deal of similarity between the 
two. 
But what about age then, do you think that there are any kind of age chauvinism or 
anything, about - 
R Older women? 
Relatively older - people of either sex. R Erm - no, I mean I've not found it, but I don't know if that's a tone that's been set by 
Steve, my boss, I mean it possibly is, isn't it? I mean if he doesn't have any great 
prejudice, then you know, who the hell are anyone else to have a prejudice? I 
suppose a lot of that could come form him. And as he respects me, and erm - erm 
plainly does respect me, and defers to me in a very, in very public scenarios, he asks 
my opinion, he's - you know, I suppose everybody would take their cue from him, and 
also, the guy who's the head of, the Commandant, the Colonel, at our place, it's a 
partnership, the MOD and Landmarc, they're in true partnership, and he respects my 
opinion, he's obviously erm - he's my age, he's not a bit chauvinistic, so I've been 
really really lucky, I feel really lucky there. 
So you feel that's unusual? 
RI do. I mean at the construction company it was absolutely diametrically opposed to 
that. it was a huge -- all the directors were dinosaurs, absolute dinosaurs. If you were 
a woman, it was 'go away and play dear'. You were a silly old bag if you were older 
than 40, and you were a bit of skirt if you were younger than 40, and you know, that 
was it. You know, your opinion was not to be respected in either case. 
And how would they have worked with older men, / mean is it age - you said that 
older women, these comments applied to women, would they have discriminated or 
said anything about men of different ages? 
R Well all the directors, I'm thinking of the directors there, when I was there, were in 
their late fifties, I think they'd be, three or four of them, one was say in his forties, he 
was the finance director, I think he was even more chauvinistic, erm - well, he was 
chauvinistic across the board, he was not only ageist, sexist, he was just a pig! 
Oh dear that doesn't sound good! OK. Now you mentioned that you were one of the 
older employees there 
R Where I am now? 
Yes, where you are now. Do you think, does that have any effect on you or on others, 
in any context? 
RI think I tend to be -I mean there are, erm - let's have a think. There's --I would say 
there's about, let's think, half a dozen people who are in their fifties, that I line 
manage, and the rest are kind of spread between twenties, thirties and forties. And I 
mean apart from the 40 year olds, I think I tend to be like an auntie, as long as I have 
a good -I mean, there are a couple of people I don't have a particularly wonderful 
relationship with, but - you know, we get on, as best we can. Erm, with the younger 
ones I tend to be, I suppose it's a bit of a big sister, auntie, type figure. 
Do you think they consider you to be older than them? I mean obviously they know 
you are, but I mean is it at all an issue? 
RI don't think so. It's very difficult when you are people's boss, you know, you either 
have -I mean, I have - my deputy is actually 38, and she does, she does tell me 
what people say about me, and most people respect me for the fact that erm - I'm 
very fair, and very straight, and they like that, and I do - the general opinion is I get 
things done. If I say I'm going to do something, I do it, and the people whose opinion I 
would respect, that seems to be their opinion of me. I mean obviously there's some 
people who can't flipping stand me, but they tend to be the people who - they come to 
work just to put their nail varnish on and chat tot heir friends, and I'm not going to get 
on with people like that, because you know, I just don't have that attitude towards 
work. 
So from what it sounds like, it doesn't sound like your age has got anything to do with 
it - 
R No. It's personality. That's right, yes. 
OK. I mean, sorry to harp on about age, but there you go. Do you feel, thinking of your 
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career in the past 10 or 15 years, you have had various changes, was there a 
particular point when you felt you might be being considered an older person, relative 
to the other workers? 
R Yes, strangely enough, I think I did, when I was made redundant from --- I think there 
was a point at which I was, weirdly enough, I was about 37,38, possibly 38 39, 
around there, and I thought, because the original career I'd trained for, as a teacher, I 
couldn't see myself doing it for the next twenty five years, I just couldn't see it 
happening, and I decided to retrain, and I think it was then, going back into an 
academic, a more academic situation, I then felt old. 
Oh right, Did that come from anything in particular, did anything prompt you to feel like 
that? 
R Yeah, because everybody else was younger than me! LAUGHS 
I see, yes. OK. And did it kind of matter, at all? How did it feel when you - realised 
that? 
R Well, to me it sounds ridiculous now, but at 38? Well, I wish I was 38 now. I mean, it 
seems ridiculous, but it's how you felt at the time, I do remember feeling, oh god, 
perhaps I've missed the boat for retraining. I mean that, even now, I don't think I feel 
that. But it was just -I suppose I'd come out of being a full time, more or less full time 
wife and mother, I'd done bits of er - supply teaching and stuff like that, but nothing of 
any note, and I think it was -- it was making that change, I suppose also, having 
separated from my husband, you were just on a kind of huge cusp of something, and 
going into an environment where you were obviously the eldest, it felt a bit weird. 
Mm 
R Because I suppose in the intervening time you tended to mix with people the same 
age as you, because in the main, people who had children, they were my children's 
ages, were all about, within 5 years, the same age. And it was only when you were 
suddenly flung into this situation where there were, you know, you were late thirties, 
and the majority of them were -- under, say, thirty. 
But did you feel sort of uncomfortable with that situation, or - 
R No I didn't, it just suddenly struck me that ooh - no, I didn't feel uncomfortable, no. 
I mean did it prompt you to do anything, or to behave in any particular way, or - 
R No, I think I've always been quite young for my age, so it didn't particularly bother me, 
nobody treated me as a granny, or anything, in fact I got a few offers, when I was 
there, so that was quite nice, and they were all younger than me, so that was really 
quite a boost! GIGGLES But I think that was by the by. 
So looking young for your age, is that something that matters? 
R Yeah. Oh yeah. I mean I was always dyeing my hair, I was always you know, god help 
me, attempting to keep slim. Yes. I don't, I don't relish the thought of being old at all. 
Mm. So erm, --- 
RI think you can turn that round, I think you can say to yourself-'well all right then, I'm 
56 and oh my god', but you can turn it round and think'well, if I look relatively good for 
my age, then that's as good as you're going to get. ' so whilst you know, I would much 
rather be 36 than 56, but I can't do anything about that, you can't turn the clock back, 
but as long as you've done the best with what you've got, then I feel quite comfortable 
with that. 
Yes sure. I mean comparing yourself with other people, do you think that you know, 
you make more effort than perhaps some other people do, or - 
RI think I make more effort than most people, women of 56, yeah. I mean I work with - 
what - two women who are - one's 56, and there's a guy there of 56, and they're both 
you know, grey. And there's no way I'd ever be grey --I just don't do grey. 
CHUCKLES I might when I'm eighty something. 
/ mean do you think that, erm, I mean / understand from what you're saying that it's 
important to you personally, but do you think it matters in the context of people's work, 
or - 
RI think it helps, to have a younger attitude, if you're line managing people who are 
younger than you, because if you have one of those, you know, limp fish kind of 
attitudes to work -I mean, I'm always very open to people --I suppose it's just part of 
my style, I mean I go into administration situations and say right, 'let's discuss how we 
can do this', erm, 'I've got this idea', but you know, 'what do you think', and 'let's go 
Appendix 1 495 
with that', and most of the time we'll have another meeting, and 'please come up with 
suggestions about how we can make it work better'. 'Because you're the people who 
are doing it, you're the people who are day to day, doing those particular processes, 
and if you've got the suggestion about how you think' - and I'm very open with that 
kind of thing, because I've been there myself, and it's horrible having some stupid 
procedure imposed on you from above, that won't work in the context of actually doing 
the job. And I think, I think that is where, because I'm quite open minded about that, I 
think I get a lot of respect from the people I line manage because of that, because I 
am quite flexible. 
And what would you contrast that with, I mean if you had to describe somebody who, 
maybe of the same sort of age, that operated in a different way, what would the 
opposite be? 
RI think, to be inflexible, to say'well this is the procedure', and I mean it might be a 
company procedure, but company procedures - erm -I think we do have this 
business as a problem within the company, I mean they've got 12 regions, and they 
thought of these wonderful procedures at head office, never having done the job at 
regional operational level, well how the heck would they know whether it works or not? 
I mean, and situations change on the ground, I mean for instance in, in the Home 
Counties region, which is the one I'm in, our offices are very very spread out, we've 
got one in Lee on Solent, a camp down there, and we've got one as far, we've got a 
range as far north as Oxfordshire. It's a huge spread, now you can't have the same 
kind of level of operational closeness, when you're so spread out. 
No. 
R And they don't seem to understand that, one procedure that might work for one of the 
regions where everybody is based in one small, in one camp, it might be a big camp, 
but all their, say 80 employees, are on that one base. Well, operationally, that's got to 
operate in a different way, than something like ours, where we've got 125 employees 
spread about from you know, on the south coast, to up in Oxfordshire. You know, it 
works differently. 
That's interesting. So I'm getting the impression that you think that this sort of 
flexibility that you have, this open mindedness, it suits your organisation, but tell me 
about what is wrong. 
R It suits home counties, it doesn't suit our organisation because they don't like, they 
want, they want to have -- I'm struggling between thinking they want a load of square 
pegs, or they want a load of round holes. But they don't want the two. And what 
they're trying to do, is make us all square pegs, or make all the holes round, but they 
can't have the two. 
Yeah, I see. And also this business of the flexible open minded attitude, I mean do 
you think, again, tell me if you agree or not, do you think it's related to the range of 
ages of people that you have to manage, or - 
R No, it's just me. 
It's just you. 
RI mean I'd do that whoever they are, I'd go in and talk to them about what they do, and 
what they do on a day - I'd try and understand what they do, before I make 
suggestions. But I would always try and pick up on something that they'd said, and 
build a procedure around it, rather than just go in and say'Right well, we'll do it XY 
and Z way, even though you're doing it A, B and C way, because you will almost 
certainly meet a big black barrier, and you won't get co-operation, and you won't get 
the job done. ' 
That's very interesting. OK, erm how are we doing. Do you feel there have been any 
occasions when your age happened to be, or was seen to be an issue at work, not 
necessarily in your present job, in any job? 
R Erm - (long pause) - what, a negative issue or something? 
Well, any sort of issue really. 
R No, I think where the dating agency was concerned, I mean I wasn't there that long, 
but I think everybody else, I think I was one of the eldest who'd actually gone for the 
job, erm - most people seemed to be about thirties, twenties, thirties. I mean, I think I 
got the job because I've got quite an outgoing personality, on the face of it, you know, 
and I think they thought I could turn it round, but I don't know whether it was an issue, 
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I dunno. It certainly was with some of the old farts who turned up. Because you did get 
an awful lot of men, who were fifties, and their attitude was, we don't want a woman 
unless she's in her thirties. ' Huh. 
OK 
R Which I suppose I had a personal issue with. 
OK. Do you feel you have to compete at all with younger colleagues? 
R No, because I'm better than them. No, there's no-one for me to compete with. 
OK 
R But I wouldn't feel -- no, I would think I'm quite confident about where I come from, 
and how good I am at what I do so no, I don't think it would make any difference. 
Why do you think, 1 mean it sounds like you've worked out the way of operating there, 
but why do you think some organisations do seem to prefer younger people? 
RI think they think that older people are inflexible, and not open to new ideas and new 
ways of working, and I don't - and I've got to say, I tend to agree with them. Even 
though I am 56,1 think I'm fairly unusual in being very open minded and I am very 
flexible. And I enjoy a challenge, and I enjoy taking on new things, but I--I mean a lot 
-- I've got three colleagues in their fifties that I work with, and they're a bit stuck. 
They would never go for anything, beyond the level at which - they do think they're 
too old. 
They think they're too old? 
R They think they're too old, to go for something better. I mean Janice, my assistant, is 
exactly the same age as me, and yet - you know, I said to her about the HR co- 
ordinators, 'Oh why don't you apply? ' and she, said 'Oh I couldn't. I'm too old. ' And it 
was the very first thing - 
I That's very interesting, it's very interesting. So do you think, is it a matter of self 
confidence, or - 
R Well what I did with Janice, I kind of questioned her about her whole CV, before I 
even, before I even, she didn't even know this, that I wasn't going to be the HR co- 
ordinator. And what I did was, I had a long conversation with her, just to find out, how 
she viewed her working life. And I had this long conversation with her, oh what about 
that job, I did a bit of a job on her, and she's always been a very good left hand. She's 
been in the past willing to go back and train, at night school, and get better 
qualifications, but they've always been at what she'd consider to be, I dunno, 'suitable 
for her range', she's never gone outside the box. She's gone and taken courses on 
you know, 'Advanced Word', or'Advanced Excel', and you think'oh, hang on. ' 
I Yeah, so do you think other people of her age that you've worked with, have they 
tended to be you know, that kind of not wanting to move on, not wanting to develop, or 
have you met some that have wanted to? 
RI think what, I think what tends to be the case -- there are three women here who are 
in their fifties, and they tend to see themselves in a kind of - certain way, TAPE 
ENDS, TURNED OVER I questioned Janice, she was talking about her husband one 
day, and he seemed to be a bit of a martinet, and then we got on to talking about her 
family, and she said something about her daughter, and how her dad were dead, and 
she said she'd always wanted to get on with her dad, but he was a big stickler for the 
rules, and you could just imagine, I don't know whether I'm enhancing this, but she 
just struck me as someone who'd been - her father was a bit of a-a bit hard, and 
she'd married someone exactly the same, and she's a bit timid, she's a bit - so she 
knows her boundaries. And someone else has imposed those boundaries, Whereas 
actually she's a very, very capable woman. 
I So what do you think that, thinking in the abstract, what might older workers do to sort 
of remain competitive, or to make sure they're treated fairly in the workplace? 
R INAUDIBLE I've been treated fairly, doesn't it? I mean I would always, I mean my 
boss and I have always said, we would rather employ people who are over 40 
because they'd give you a decent day's work, erm - having said that, we have got a 
21 year old who is a brilliant worker. Erm, very good, but we're able to go off focus if 
she's not managed well, put it that way, she's - which she would. I dunno, she's got a 
lot more of a butterfly mind, in lots of ways, but she's only 21. 
1 Only 21, right. But thinking of the older one? 
RI don't know what you could do. I mean, I've worked for loads of organisations, and if 
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you find one where you're not going to be respected for who you are, you just may as 
well leave. Because I don't think, on an individual basis, you've got any clout 
whatsoever. And if you're not being treated well, and I've been in places where I was 
treated very, very badly, weirdly enough by a woman who was 10 years older than 
me, and there were an awful lot of fifty odd year old women there, and you'd have 
thought they would all treat one another better, but they flipping didn't. They didn't at 
all. 
I So what did they do? 
R They were just bitchy. From one end of the blinking day to the other. I never got it. It 
was nasty, it was a really nasty, evil atmosphere. It was horrid, really really horrid. I 
mean I think there's quite a nice atmosphere in our place, but I don't think as an 
individual, there's much you can do in an organisation. I mean, --I just don't see what 
you could do, standing up against something like that is well nigh impossible. 
I OK, so supposing arm somebody was you know, shortlisted for a job, and they were 
the oldest of the candidates, let's say, do you think there would be anything they'd 
need to prove about themselves, as to why they should get the job, why they'd be 
suitable for the job, rather than a younger person? 
RI think they'd have to kind of -I don't know how you'd do it - kind of demonstrate that 
you were open minded, you weren't -I mean I've interviewed people who are, in their 
20s, 30s, 40s for the same post, and it's quite interesting how people come across, 
and it" not, to me it wouldn't be a function of age, but I don't know if that's just me. 
Erm, I mean I would go more for someone who'd - not - people who've stayed in the 
same job for sort of 15 years, I'd kind of have doubts about, because you'd think well, 
you know, if you've -- in the kind of job market we've got now, you'd - I'd have more 
respect for someone who'd stayed, obviously there's a fine line to be drawn, again, 
someone who just flits about from job to job, obviously you wouldn't be interested in 
them much, but for the opposite reason either, because by the time you've taken them 
on and you've trained them, they're going to be off. Perhaps because they've got a 
short attention span or something. But someone who'd stayed in something for 15 
years, and that's not necessarily somebody who's 50 odd, is it? You can sometimes 
get somebody who's 30 something, and they've stayed in the same job since they 
were 20, and you think well -'did you never want to experience something else? ' I 
think I'd be more inclined to look at people who were - keen to widen their 
experience, I suppose. 
I Yeah, so if somebody had stayed in the same job for 16 years, what would be your 
possible concern? 
R Well, that they just easily got into a rut, and the kind of person who would put up with 
a rut, are they going to be open - you see -- our company is very young, it's only two 
years old, and it is evolving very rapidly, I mean since I got there, where the 
administration procedures were sort of on one disk -I mean I was presented with a 
disk, and 'there's the admin procedures, stick the disk in there, print all these pages of 
this administration manual off, and on the other disk were all the forms that went with 
the administrations, and that was it. And from little acorns, we've evolved all sorts of 
procedures. I've got to say, they were all the HR procedures, but -- we've evolved 
procedures between us, me working with the staff, me working with my boss, me 
working with - 
I So if somebody'd been working in their previous job for like 15 years, would that make 
you doubt - 
RI would doubt their ability to kind of ---- be suitable for something that's a very young 
company, because it is still evolving, it's very very fluid, it's still -I mean you - we kind 
of evolve a new procedure a week, almost, it is - it is, and I find that interesting, but 
somebody who'd stayed in the same thing, I mean obviously if they'd been in the 
same company for 15 years and they'd started off in the post room and now they were 
managing director, then obviously, they've progressed and they've done different 
things, but somebody who'd been an admin assistant in the same department for the 
last 15 years, I think you would seriously doubt whether they were going to be any use 
to you, because what kind of, what could they offer? 
So to convince you that they could offer something, what would they have to 
demonstrate? 
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RI don't think this is a function of age. Well, we do, for admin assistant jobs I do set a 
couple of tests. Erm --- and there's you know, I'll set a scenario, and say what would 
you, you know, if somebody said 'we're going to dump all of these' what would be -- how would you tackle it? 
And you'd judge them on - R Well some people are absolutely floored by that, I mean they just'Ooh, I don't know', 
and that's as far as they get, and I think 'Well'. Well, I'll tell you what, if you go on and 
do these other - which are very, very - it's testing Word and --- I Yes, / see, that kind of - 
R Very, very bog standard type of thing, but I also do say to them, this is - that blank 
sheet of paper there, that question I asked you, which - you know, have a think about it, if something occurs to you, and jot it down. I mean - some people have been quite 
good with that, and others just come back with a blank sheet of paper. 
Mm. OK. Now just finally, the government's committed to introducing legislation to 
outlaw age discrimination in employment by the end of 2006. What's your view on 
that? 
RI think any company that wants to get round it will get round it. Because I get round e 
employing women with small children, all the time. Because I don't want them. 
However bad that seems, and I've been a woman who had to work with small 
children, but my experience of women with small children is, every week, they have to 
go home. And that will be as 'got roundable' as -- because you can always offer 
some other reason why you didn't take these people. 
So if that legislation had already existed, do you think it would have helped you in your 
career? 
R Who knows? I don't know, In some jobs, you know, you just get the letter saying 'We 
are not taking your application any further' - who knows why you were rejected? They 
just - interviewing it's, it's very subjective, and it doesn't matter how many HR people 
say that they've set these objective criteria, that's bollocks. Interviewing is subjective, 
because we're all human beings, and it's been proved, hasn't it, in 6.4 seconds you 
can make your mind up about somebody? And that's absolutely true, and I could have 
walked through the door, they think'Too old', and that's the end of me. If somebody 
has that prejudice, you won't get round it. 
OK. Do you feel your balance between work and other aspects of your life has 
changed? 
R Yeah, I'm much more focused on workl 
Oh really. 
R Yeah, but that's just because I'm really interested in the job. And I think, I think I've 
become much more intolerant of not being interested in the job. If I wasn't interested, 
I'd quit. I'm not prepared to be bored. 
So you're not thinking about retiring? 
R No. No, I'm not, I'm thinking about what can I do after this job. 
OK, Well thanks very much, that was great. Anything else you'd like to say. 
R No I don't think so. FILLS OUT QUESTIONNAIRE 
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APPENDIX 1: ITEM 5 CHAPTER 5, STUDY I 
TRANSCRIPT OF INTERVIEW WITH ... "Brian" Date ... 20.4.05..... Interviewed by:......... DB.... I It's about the working experiences of people over 50, who are now over 50. OK. Can I tell 
you more at the end, I don't want to influence what you say. I wonder if you could start by 
telling me a bit about the last few years of your working life, starting at whatever point you 
think might be relevant. 
R Er -- well, I worked for [Bank A] Bank all my life, and -- er I was made a manager in 1987, 
so I suppose since then is perhaps more significant from the working point of view, and that 
went along quite happily until -- about the late nineties, 98,99, the bank started changing, so 
that would probably be when I was thinking in my mind that' I don't like this job as much as I 
used to' and banks were also at that time thinking that when people get to their early fifties 
then we should get rid of them. Erm, so I'd probably start from that point really, when I was 
52,53 - about 3 years ago, so I was 51,52 when I finished work, so I suppose from the age 
of 49 and so on, 48 49, the last three years of my working life weren't as happy, as the 
previous 30 years. Erm --- the reasons being, banks started to devalue being a manager, 
they didn't appreciate experience, they were recruiting lots of younger people, with selling 
skills, but not banking obviously experience, and people like me started to get a bit 
disillusioned, about our sort of value to the company, erm, our authority was steadily eroded, 
and our benefits, total remuneration package was sort of being nibbled away at, erm, and so 
a lot of people like me who you might sort of call old school bankers, were starting to get sort 
of disillusioned, disaffected, erm and weren't terribly surprised when sort of the opportunity 
came, sort of 'now you're sort of 51,52, it's time you left the organisation. ' So it was a 
mixture of relief, a bit of disappointment, arm -- that most of us felt at that time. 
I You said 'the opportunity came' - was that how you saw it, or was it more of a sort of nasty 
thing? 
R It wasn't a nasty thing. You - you're not sure whether you're doing the right thing, whether 
you should sort of fight it, I sort of went with it, I mean if I'd insisted that I was going to stay, 
perhaps I could have stayed, but not that much longer, I don't think, to be honest. Erm - 
because the sort of person I am, my experience, isn't really what they wanted any more. So 
there's a certain sadness in that, but a certain relief in not having to either fight it, because 
you can't fight it ultimately, or just adapt, to something which you didn't enjoy or got no 
pleasure from, and rather than actually sort of almost look down on you [?? INAUDIBLE] sort 
of expression, sort of felt that the new way, the new type they were putting into fairly senior 
positions, wasn't one that I would erm respect. So I didn't want to be like that, so there was 
relief in a way that I could get out of that -- trap, that you find yourself in. 
Mm. So was it - it sounds like, from what you were saying that this affected quite a lot of 
people, is that - 
R Yes. I think, to be fair, I was probably one of the last ones to go, [clears throat] partly 
because erm having got rid of several people, you can't go on and on getting rid of them, and 
when I went, there was no-one else over 50, in the office or in the Southampton area, so I 
was probably one of the last ones to go, there seems to be a bit of an age gap down to sort 
of forties, so there would be a few years when there wouldn't be anyone of that sort of age. 
Erm, --- you know - So why did they pick you particularly, I mean was there any special reason? 
R No, I mean it was really an age thing. 
Was it? Can you tell me a bit more about that? 
R Well, almost as soon as anyone hit 50 or 51, -- [sighs] - you were flagged as being a bit too 
old to erm assimilate new ideas, new ways of doing things, etcetera, and probably also, you 
were a bit more expensive than the younger ones. And -I think probably also, you could 
speak our minds a bit more, and that doesn't go down well - too well, in modern large 
organisations, where physically everyone has to go with the central decisions, you know, I 
mean I grew up in the bank where erm - and it's the same in lots of other banks as well, I 
know, where managers were expected to have -- know their own mind, and you were 
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expected to put forward your views, and everyone would discuss your views, and disputing 
senior people, sometimes, because you thought something wasn't quite right. And you'd 
have a healthy discussion with your area manager. Whereas in later years, that wasn't 
appreciated, erm, and it - I'm not saying everyone was a rebel, because they weren't, but it 
was a healthy sort of environment to work in, where there was up and down sort of 
communication and mutual respect. The merging with [Bank A], of the (BANK BJ, had a very 
very different working culture, more sort of cloth cap culture, you might say, erm, the culture 
then very much became 'Well that's what we've told you to do, so just do it, don't dispute it. ' 
And the fact that you might have more experience than the person above you, didn't carry 
any weight. Whereas in the old [Bank A] culture, it would, your opinion was valued. And you 
probably ended up doing what they wanted you to do anyway, but you felt you had some 
influence, within the organisation. And everyone that I knew, of my age, has all gone. 
I Why do you think it was that they particularly targeted people who were over 50? What was 
the rationale for that? 
R Well, money was one, because you can design systems that can do -- that sort sidesteps 
the need for experience, really, I suppose. The bank's become very much a sales 
organisation, rather than when I joined it was more of a lending type of organisation, it didn't 
exactly sell as such, it responded to customers' requests, and analysed things in a banking 
sort of way, whereas now, very little lending experience is needed, frankly, it's all credit 
scoring, where a machine makes the decision. And erm, and so having designed those 
systems and various other ones, similar like that, where credit scoring and computer systems 
can make decisions, emi you don't actually need the experience. So having done that, they 
can say well people over 50, who are quite expensive, we can get rid of them, and we can 
employ people in their early twenties, who are more adaptable, because when you get to my 
sort of age, I recognise, you are less adaptable, to new ideas, you hang on to old ideas, 
thinking that there's some value to them, which there probably is, but - so that's a little bit 
less flexible, than someone who's brought in in their mid to late twenties, and is more sort of 
gung ho and more malleable, probably. And they can shape those people, they can improve 
the type of person they want, rather than change an old dog, you recruit a new younger dog. 
I think that was - those two things probably, were the reasons why. 
I And was it kind of just people at your level who were being targeted that way, or was it 
overall, anybody over 50? 
R Pretty well overall, I mean there are certain bits of the organisation where experience was 
needed, erm, and where basically one couldn't exist without it, I'm thinking more in terms of 
the people that look after the very very big accounts, you know, like some of the big local 
companies here, or Esso, or Shell, people like that need people with huge experience, and 
gravitas, if you like, or whatever, to handle those situations, obviously. There are people 
working in that area, we used to call that corporate banking, the big corporates, erm - their 
career pattern was very different to people like myself, I was a manager in what we call the 
small business area, er which dealt with businesses, relatively small ones, up to two or three 
million pound turnover, which is deemed a small business. Erm, and so people in corporate 
areas, their career pattern was sort of different, they certainly wouldn't put in for early 
retirement, or be sort of elbowed out, arm --I think in head office, departments, you know, I 
gather that sort of people go fairly soon after 50, so I don't think it's a particular -I don't think 
it was just where I was working, it's certainly nationwide, -- erm so yeah, it's a general policy 
decision, that's the way I saw it. I don't think it's just the bank. All banks were doing it. I 
mean I know loads of bankers in Southampton, and most of them of my age have gone. Erm, 
either willingly, or unwillingly, or by mutual agreement, sort of thing. And I think in large 
organisations I think it's sort of the same, you find that -- maybe it will start to change 
shortly, but there was a period where the opportunity was taken by the company to sort of 
reduce its wage bill. 
I Yes, I see. Mm. You were saying earlier that you thought they might see people like yourself 
being less adaptable. Do you think that's justified, or do you think that you and your 
colleagues could have been retrained, to deal with the needs of the business. 
R Yes, it's true to some extent. And it's true to some extent, because someone coming in to 
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the organisation new, and fresh, would very quickly pick, up on the new culture, and just sort 
of go with it. Whereas someone who experienced the older culture for so long, yeah, you 
would struggle a bit to sort of cope with it, as it were. I don't think it's completely true, 
because everyone has to change, all the time, you know, not just in work life, life changes, 
doesn't it, you have to adapt, to all sorts of new things, so one isn't unable to adapt. I think 
perhaps the speed, at which the bank wanted to change things very quickly, -- perhaps I 
thought we couldn't adapt to new systems - erm - you know we could work with computers, 
and so on, and still give the service, erm - older people are quite able to adapt to computer 
technology, maybe not as quickly as younger people, perhaps they've grown up with it from 
school and so on. 
And do you think that as far as you know, do you think that the bank was sort of happy, as it 
were, with what they'd done, or do you think anybody had any regrets, felt they might have 
made a mistake? 
R Mm. Well, I do sense that there's a change, well I know that there's a change, because I 
keep in contact with old colleagues, younger colleagues who are still there. I don't know 
about regrets, but I think there's a recognition, that they got rid of too much experience, and 
it's after that, a month after I left, I was asked would I go back, for initially a couple of months, 
to do some work which needed experience, something which the younger people there didn't 
have, it was assessing loans, and some companies' trading situations, which hadn't gone ... were going that way [MAY INDICATE DOWNWARDS TREND) and people without that 
experience just didn't know how to deal with it, or how to analyse it, or how to decide what to 
do, to protect the bank's position, to protect the customer's position. So I was happy to do 
that, and that two months turned into eighteen months, so I left work, and then went back, 
virtually, for eighteen months. And they would like me, the people locally would like me to be 
still there, but, because headcount has to reduce each year, and the wage bill has to reduce 
each year, and if I'm there it's like one extra, that they're having to reduce, so it's not 
possible, so I see that as evidence that there's a need for the experience, and I think there is 
a recognition that they got rid of too many people, yeah. 
I Mm. I'm still interested, something I'd like to get to the bottom of, really, is why they thought 
that people like you were dispensable, you know, I can see what you mean about the cost, 
the relative cost, but given the range of customers they have to deal with, I was wondering if 
they didn't think that they might be, losing something that was of value to relationships with 
the customers. 
RI agree, I think they made a mistake, if I was them I wouldn't have got rid of so many people, 
like [INAUDIBLE] but I do have a lot of experience, so most of my colleagues have gone, I 
had lunch with one of them today, and we've got much more experience than the people who 
are around still working now, even now, after three years, it's become less apparent the 
longer it's left, but even that, the basic canons of lending, some of the basic banking issues, 
don't change, so, I mean I do think they made a mistake, I don't know, why, I think it was a 
rush of blood to the head at a very senior level, probably. I also think that the change of 
culture, with the merger, the two banks, happened rather quickly, and lots of decisions were 
made which were in haste. Er --I think a lot of quite young people got to senior positions 
very quickly, sort of the new animal, was created, was [Bank A) [BANK B], and you had some 
sort of 40 year old area managers and so on, taking really big decisions, erm, and I think 
they thought 'Oh we can get rid of these guys, they're expensive, it'll look good on my 
performance review' - it's short termism, that's what I'm coming down to. Really. The stock 
market forces short termism on British companies unfortunately, you're not judged by your 
year's results, you're judged by this quarter's results somehow, and if you're young, in a big 
company, wanting to impress, then you'll make decisions in your best interests, which will 
look good in the short term, which are not in the company's best interests long term, because 
you'll have moved on, before the chickens have come home to roost, and there's a lot of that 
going on. 
I Yes, I'm sure there is. Was there any ,I mean, 
from what you've said, it sounds like 
everybody over 50 was targeted, but was there any opportunity for individuals to be treated 
like an individual and have their talents recognised, or was it just 'you're over 50 so we don't 
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want you'? 
R It wasn't quite as black and white as 'you're over 50, you've gone', it wasn't quite like that. I 
think it was 'you're over 50 so be prepared, within a few years you'll be gone'. Erm, for 
example, I don't know anyone who's been working till 60, that's the official retirement age, 
60. I don't know hardly any - and this is in all parts of the bank - who are over 55. The 
regional general manager went at age -- 55,56. Erm, so I'm sure the bank keeps certain 
people, for their talents, but in - like the general banking environment, erm, I don't know of 
anyone that was told 'we don't want you to go, you're safe' or however you want to describe 
it. 
I'm wondering whether there's anything that any individual could have done to try to protect 
themselves against that. 
R Well you see I don't know anyone who said 'I don't want to go'. I've seen my colleagues 
around me, one by one, leaving, in the main willingly, partly because -I don't want this to 
sound awful, it wasn't as bad as it sounds, but life was made difficult, not intentionally, for 
people like myself, and people of my era, -- 
Can you say a bit more about that, how was that.... 
R Well as a sort of like I've said before really, I've been a bank manager since 1987, and I've 
run branches, I was number 2 in the Southampton branch, big branches, you know, quite big 
jobs, but enjoyable jobs, not just like number one cashier at the branch round the corner, I 
was sort of middle management, you might say. So you get used to and enjoy having that 
sort of authority, and the bank spent 20 years training me to be a manager, and I was a 
manager for the last sort of 15 years of my career, erm --- sorry I've lost the thread. What 
were you saying? 
Well I was asking whether there was anything that any individual could have done to protect 
themselves, or if they knew that was in the wind, whether there was anything they could have 
done to sort of.. 
R Oh yeah, I'm with you. So [clears throat] I was saying that I don't know anyone who had 
either turned down an offer of redundancy, or pre-empted it by saying' I don't want to go 
early'. The reason for that is yes, having been trained and spent the career learning, if you 
like, and then the second half of the career being a manager in various positions, when that 
is then eroded, then you -not just me individually, but everyone like me, was no longer a 
manager of a branch, we were sort of someone in a call centre, I don't know, someone in a 
call centre, I was still called a manager, but I didn't have the position, the job position 
changed dramatically. So the bank if you like, made it easy for people like myself to say 
'Look, this isn't what I was trained for, this isn't what I was doing five years ago, ' your 
authority is undermined, you can't offer the service that you used to, and so when the 
opportunity comes to go, you have to take it. So I don't actually know anyone who had job 
satisfaction, if you like, to say 'I desperately want to stay', so to answer your question, were 
there any instances where - where someone was able to say, look you know, I want to 
influence the situation, I don't want to go, and in theory sure, that could happen, but I just 
don't know of anyone who, given the culture and what was going on, I don't know anyone 
who felt that way, most people were pleased to leave. But you see, I mean this had been 
going on for about 10 years, since the mid 90s, people of my sort of age, ten years ago, were 
being encouraged to leave early. So it's not just a recent thing. 
I So it didn't come as a shock. 
RA generation before me, all left at 52,53, and now my generation's the second lot, but I don't 
think there will be a third one, I think -I think the realisation will have come, that -- you need 
the experience. 
I Was there anything that people did to kind of prepare themselves for it, like if they suspected 
it might happen, did people do things that might sort of help them in the future? 
R Yeah, I suppose you started to, -- the bank sort of organised courses for people who were 
retiring, erm very good ones, and they invited your wife along, because it involves your wife, 
you know, as well, you'd be under her feet, this sort of thing, you'd develop things together, 
and perhaps she'd like to be in on the talk, so er that was very good in many respects, it 
gave you time off for that sort of thing, and some people went for job interviews, opportunities 
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to you know, to leave, to - to have days off or longer sometimes, for job interviews. They'd 
help you write CVs, I mean I'd never had to write a CV in the bank, erm where I never 
worked somewhere else, now in the bank as well, you have to apply for the job, and submit a 
CV and have an interview, which is what it's like in the outside world, in my time at [Bank A] 
bank it was quite a caring organisation, and the bank knows you, and appoints you, to places 
where it thinks - jobs it thinks you'd be good at. So to help you get a job outside, there was 
a course on how to write a CV, so in many ways the bank helped you to prepare, but it was 
mainly down to you, I [inaudible] so me going back to work, for eighteen months, was terrific, 
it was by accident, not by design, well, not my design I suppose. 
OK. Right, thinking back to when you were still at the bank, was there a point at which you 
thought you were being considered as an older person, by their standards? 
R Yeah 
When would that be? Was it at a certain age, or was it when they had a certain policy 
coming in? 
R Yes, they had quite a big reorganisation, -- er in 2000, which was more or less when my 
feelings started to change, and it was a big reorganisation, which did add to the dumbing 
down of managers' authority, in the way that things would change subsequently. And er I 
think at that stage, I and several other people like me were in charge of a business team, we 
were like a senior manager, and there were like half a dozen people under you, I was in 
Southampton, there were ten of us, nine plus myself, and we used to look after the business 
, 
business in Southampton and nearby. Erm, and following the reorganisation, there were far 
fewer managers required, sop therefore senior managers er --- in Southampton -- The Isle 
of Wight, and Winchester, and places, became sort of the position that I was doing for, and I 
became sort of almost one of the boys, and that was in 2000, and that probably was the time 
when I-I started feeling as though I was -- erm -- what's the expression - not valued so 
much, and so I started feeling maybe I'm past it, or erm -- 
And how did that - what prompted you to kind of think that, I mean were there changes in how people were - R Loss of authority, and position, I think. Because there were several of us in Southampton 
who felt that way, and we all sort of felt the same, we still felt affection for the former 
employer, and felt rather sad that this reorganisation had sort of stripped out a level of 
management really, and we were the ones that had been stripped out. So you've still got to 
do the job, but you weren't doing the same job you were doing before, and we all felt a bit -- 
sort of done down, and at that stage we started feeling well, you know, well, this isn't going 
to be a permanent situation because we wouldn't accept it. 
I Did that have any effect on the you know, the kind of way you approached your work, did it 
affect your commitment, or energy, or - 
R Yes, all of that, I think we all sort of fought to keep up previous levels of energy. We were 
regularly doing sort of 50 hour weeks, erm - but that was what was needed to get the job 
done. The reorganisation was partly -- to alleviate that, but yes, I think we were all 
struggling to have the same loyalty to the employer, erm and also there was -- the pay 
policy changed, in the late 90s, which -- which resulted in people like myself, who'd been a 
manager as long as I had, being deemed to be quite significantly over paid, and so we didn't 
have a pay rise for about six years, other than a couple of quid, because erm the bank 
decided that it would set its pay levels at market rates, and it had a collection of companies, 
about 50 companies, and chose management levels within these companies, and took 
average salaries, and sort of tried to allocate us to a level within that, you know, and then 
decided that because we'd been a manager for you know, 13,14 years, your salary in the 
previous system goes up quite nicely each year, erm they now said we're so many thousand 
pounds over -- it's not just me, it's others like me, and so one could see the authority 
dwindling, one's physical position -- instead of being in charge of a group of people, being 
within a group of people with your previous boss being in charge of all of you, so you didn't 
actually have the authority. And one's salary was affected, well, was capped, basically, erm 
so all that is pretty demotivating. The nice thing was that you are regarded by your 
colleagues as sort of like I don't know, the wise old guy, [CHUCKLES] I've never regarded 
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myself in that way, but --1 realise that they did. Did that in any way compensate? 
R It did a bit, yeah. Because you felt valued by the people you were working with, not by your 
employer. 
That must have been very difficult. 
R Well that's why myself and people like me were happy to go, and why not many would 
actually fight it. I think that - there was one person I know, that didn't want to go, he was my 
sort of age but he was at a very junior level. He's happy doing what he's doing, and I think he 
didn't want to leave. And I think he's still there. Just doing a clerical job. 
And do you think there's any way that anyone could have gone along to whoever was in 
authority, and said `I may be over fifty but you know, I can adapt and'.... do you think that 
would have worked? 
R Yeah, well yes I think so, yes, I mean the organisation wasn't fascist, you know, but I think 
that conditions were such that no-one wanted to, because we really were not enjoying what 
we were doing. 
1 Looking back on it, do you feel that they deliberately did that, or do you think that it was 
unforeseen by them? 
R Yes, I've thought of that. I'd give them the benefit, actually. I think it was unforeseen, 
unplanned. I don't think they deliberately created a culture, [INAUDIBLE]. I can't believe that 
they would take that risk. Because your senior people are the ones who can influence the 
junior people much more, and if they really upset us, then we might pass that down the line, 
and I think you know, that's dangerous. You need your senior people to motivate and inspire 
juniors, not the other way round. So I can't believe they would have done it on purpose. But 
again, I think it was youngish people, taking decisions in haste, and I went along with them, I 
mean I can remember years ago, the bank would sort of take years to make a big decision 
sometimes, they'd sort of try a bit here, and try a bit there, and you know -- whereas at the 
moment in big organisations generally I think, if someone comes up with a bright idea, 'Oh, 
you'll have to do that tomorrow. And if it doesn't work, well, we'll change it the following 
week. ' Erm - 
I With this sort of culling of the over 50s, did it happen at the very top level of the bank as well, 
or was it just at your level? 
RI don't think it was - no. Not at the very top, I don't think so, I think the very senior people 
were erm -- you know, I don't think they sort of went that early. Having said that, I think the 
very senior people - the cadre at the top, became younger. Younger people were added to 
them. Perhaps they were going at 58 instead of 60, something like that. But I was just sort of 
conscious that the wise old heads weren't there any more, it was sort of less wise, younger 
heads that seemed to be in positions of real power and influence. 
I Before all this happened, did you feel, / mean looking back, you might not have thought 
about it at the time, but do you feel that the bank was particularly conscious of people's ages, 
before these events? 
R Mm, interesting question. I don't think it was, really. I mean the assumption was that 
everyone would work until retirement age, which was 60, which everyone did. Erm - the only 
reason that anyone left early was from ill health. And everything, your mortgage was geared 
to 60, all your life policies that you tend to do, and your various schemes, everything was 
always geared to 60, because that was the general expectation. And I don't think -- there 
wasn't any ageism in the organisation at all -I think people respected, they equated age with 
experience, and valued both, I think. So no, I think it was probably the mid 90s when age 
suddenly became an issue. 
I And was that when the merger happened? 
R Yeah, yeah. 96 I think, 97 when that happened. 
I Yes, I suppose i mean one thing I really wonder is what made you know, the management, 
think at that point, of getting rid of the over 50s, as a strategy? 
R I'm sure it came out in the merger. Unless it was a coincidence. But I do know that other 
banks have done the same sort of thing, and they haven't all merged. Erm, it came about at 
about that time, when a different culture entered the organisation, the [BANK B] culture 
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came into our organisation, and it was a vastly different culture. 
Can you say a little bit more about that? I mean how would you contrast the culture of [Bank 
A] and the culture of [Bank B]? 
R [Bank A] was always regarded as a-- slightly stuffy, rather safe bank, friendly, cuddly sort of 
organisation, that looked after its customers, would always give you best advice irrespective 
of its own interests, spend 20 years sending its carpets [??? ] staff on courses, and sort of 
erm -- sucking them into this sort of culture, which is a supporting, supportive, friendly banking culture. Not Captain Mainwaring-ish, but not that - not a billion miles away from it 
anyway, that sort of thing. Erm, [BANK B] is a much younger organisation, it came out of 
National Savings Bank, in the mid 80s, and their culture - they're all very young, 
They're very young - what do you mean? 
R Erm - well, sort of the whole organisation seemed to be young, whenever I met a [BANK B] 
guy of almost any rank, he always seemed to be - under 35, sort of thing. Senior managers 
were probably a bit older. But it was a young organisation, manned by young people. I 
mean -- ah --I don't know, it - the haircuts. Lots of shaven heads. We wouldn't allow 
shaven heads, at [Bank A] Bank. Not at the counter. What - when I was a manager, I was 
never actually confronted with that. But I would not have permitted anyone, to have a 
shaven head. Nor have an earring through their nose. Right? So it was a very youthful, 
young, gung-ho, erm -- not oikish, exactly, but the phrase does seem to fit the bill quite a lot, 
and they're essentially a savings bank, so didn't have a lending culture, didn't have all the 
history that [Bank A] had, they had about 20 years of history. So it is a bit yobby, and the 
staff didn't actually get on all that well, well, many did, but many didn't, because there was a 
difference in like what -- 
Didn't get on that well with each other? You mean the [BANK B] people didn't get on well 
with the [Bank A] people? 
R Yes, that's right. 
Oh, OK. 
R Yes, well it took quite a long time for the two to get -- skirmish around each other, and then 
acknowledge that each other did sort of have something to offer, but the [BANK B] culture 
was a bit on the yobbish side, and they were encouraged to be very aggressive in what they 
did, and we were absolutely the opposite to that. 
And would you say that when the merger took place, that the [BANK B] culture was sort of 
predominant? Was that -- 
R Yeah. We being [Bank A] bank, we thought we'd taken over the [BANK B]. In financial terms 
we did, but in cultural terms, --- in cultural terms the [BANK B) culture took over [Bank A]. Their chief executive became our chief executive, and emi - there are many senior posts 
both in head office and regionally, that went to [BANK B] people, who were very young. I 
couldn't believe it. I met the senior manager on the Isle of Wight, in charge of the whole of 
the Isle of Wight who was - 32 or something? And in banking terms, I wouldn't give him the 
time of day. But he was a very aggressive person, and drove people, and that's what they 
wanted. 
Well that sort of raises the question, of why they thought younger people, would be more use 
to them? Is there anything else you can think of there? 
R Well, no, I can't answer that. I think it was a mistake, erm and I'd like to think that you know, 
that now ten years on, perhaps in the last five years they're beginning to realise that, but the 
[BANK B] culture wasn't a particularly nice culture, it was sort of streetwise, culture, which 
clashed hugely with us, erm and because it was a fairly young organisation, they probably 
just recruited young people, and they're all [INAUDIBLE]. 
If somebody, let's say a former colleague, came to see you or you were having a chat with 
them, and they were coming up to say 50, and they were still at the bank, would you -- 
supposing they came along asking for your sort of advice on how they could make sure they 
didn't lose their job, would you give them any advice? 
R What, so they didn't lose their job? 
I Yes. But you know, if they came along thinking... 
R If they were in line for being offloaded, as it were, and they wanted to stay? 
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Yes. 
R Well, yes. Speak to your area manager and make it clear, that you don't want to go, that 
you meet the requirements of whatever the job is, be enthusiastic, erm -- prove you were 
still of use. I'm sure that that happens, and -- erm - that that is possible. It's just that the 
mainstream, that -- doesn't -- it's not the way it happened -- for about the last ten years, but 
eight years certainly, the mainstream has been as I've described, really, and most people 
have been happy to go. But if someone for his own reasons, wanted to carry on, wanted to 
stay, there's ways, I'm sure, to engineer that. Unless they actually wanted to get rid of you, 
but I'm sure -- that -- 
And so you think in practical terms, like going and seeing their area managers? 
R Well, if - only if you thought, that you were being considered as a possibility. You don't want 
to say to your area manager, 'Look I really don't want to go, ' when your area manager hadn't 
even thought about that, you might actually have put it in his mind! It might be counter 
productive. I mean the best thing probably is to apply for promotion! And that way, you're 
showing your commitment, to the company. 
That's interesting, and would there be, l don't know whether this happens, erm but would 
there be the chance to apply for training, advanced training, or -- 
R Yes, a lot of the training is computer based, erm and you can -- each member of staff is 
encouraged to develop his or her CV, which I-- involves doing different jobs, or various 
training courses, and so -- there's lots of training you can do yourself, and -- most offices, 
branches or whatever, would give you a few hours a week to sort of go away and do that 
training, I'm sure, because they're encouraged to do that. There are fewer residential 
courses, but again, if you wanted to do a particular residential course, on negotiation skills, 
assertiveness, or that sort of stuff - basic lending experience, and so on - and if your 
manager felt that you know, his area would benefit, from you doing that, then he'd support it 
and you'd probably get the course. 
And is there any erm, t mean t ask this because I really don't know how it works in the bank, 
but is there like you know, people show commitment by working longer hours, or -? R Oh, the old macho thing. Yeah, I mean 
Is that anything where people could say 'Look, I'm putting in all these hours, I'm really keen, 
and -' 
RI don't really think that would work, really. I think a lot of people work long hours anyway. I 
think erm certainly the bit of the bank that I was in, we'd gone past that. That certainly was 
that, you had to be in at 8, leave at 6, but we'd gone by that. The people who did those 
hours, and I was one of them, for quite a while, it was because you had to, to get the job 
done. So you know, I would say that - within the confines of like a head office, I could see 
that might -- because you could be - be impressing, you know, the top people, but in an 
office in Southampton, that's not really going to wash. 
Really. 
RI don't think so. People just -- now, playing that sort of game is rather old hat. It wouldn't be 
appreciated. 
Very interesting. Do you think there's any difference between men and women, in how this 
age thing would affect them, within the bank? I mean, were you conscious of erm any 
differences in that? 
R No, no I wasn't. 
So it would affect both, the same. 
R Yes, I think so. 
Ok. so what are you doing now, are you still doing kind of - R Well no, now I'm actually doing nothing, well, not working. 
I see. 
R I've been retired for almost 3 years, 3 years in June. For half of that time, I went back to 
work for the bank, and that finished a year ago last Christmas, so for the last year and a bit, 
I've got to be properly retired, you might say. Which is a strange feeling. 
Is it? I was going to say, what's it like. 
R Well it is nice, it's nice in many ways, erm and you know, I'm looking forward to the summer, 
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and I've got things to do, and projects on, time to do things, you know, time to do things to 
the full, more time for family. 
Is it - you've got enough pension from them that you don't need to -- 
R Well, yeah, I left on quite good terms, I mean the bank -- the bank does look after its staff, 
having said that, I left at the right time, because this time next year, the bank's retirement 
scheme is being changed from the [Bank A] one to the [BANK B] one, which will give you 
about half what I have. But yes, I left with a good pension, more than half the salary, but I 
was going to get two thirds, which is what most people get, but I hadn't worked until 60. And 
usually when you retire early, they reduce your salary because you're retiring early, they 
reduce your pension if you do that. But in my case, I'm not in the case of anyone like me. 
[?? ] TAPE ENDS - NEW SIDE For most people, when they retire early. Having said that, 
you have a lifestyle, that you want to maintain. And so one of the effects of retiring early, is 
you've got a smaller income. So you do have to think about that. 
Yes, I see. 
R Which is why going back for 18 months was quite nice. 
Yes. By the end of next year, the government's got to introduce legislation to outlaw age 
discrimination in employment, What do you think about that? 
R Well, it's a good thing. I don't like any sort of discrimination, especially not age, which I sort of 
felt slightly a victim of, although a willing victim. But erm -- I've been taken for that. [? ] 
Personally I feel that people should have the opportunity to sort of half retire, because I think 
sometimes, if you're extremely busy one day, and then the next week you've got nothing, I 
don't think that's healthy, anyway. so I find, doing what I do, for 18 months I worked for two 
weeks a month, and so that was a terrific way of sort of, a transition, between working at a 
hundred miles an hour, and then doing nothing. Erm and the companies benefit from one's 
experience. So I think it would be useful, for companies and people who've retired, whatever 
age they retired, to have the opportunity to half retire for a few years, and then completely 
retire, So like the first stage of retirement, in a way, you both benefit, You're valuing the 
age of someone, rather than saying retire now, when you're 65,60, or 55, you're saying OK 
you're going to retire, but we're going to plan it like this, over a few years. 
I Mm. I mean looking back on what happened to you, do you feel that it was reasonable, you 
know, that the bank acted reasonably, or do you feel that they made a mistake, I don't mean 
so much in your personal case, but in applying that policy? 
R Ok, yeah. Well, they acted reasonably insomuch as two generations of bankers, like myself, 
have left on favourable financial terms, and erm didn't feel like you were booted out the door 
on a pension. So they did the right thing, but that's because they had to, because it was 
written in the rules of the company, and so on. But they stuck by all that. Having said all 
that, I think it was a mistake, to let so many go, as they did. So er, if I'd been in a senior 
position when I went, I would probably have been saying 'Well, hang on a minute, you're 
letting too many of these people go, they've had a career in the bank, they've got lots of 
experience. ' I mean lending, in banking, it's very difficult. It's very difficult. Companies are 
struggling, and it needs a bit of experience to come to a judgment on someone. Some of the 
younger people now won't have that, and they'll be making arbitrary decisions, you know, 
you're about to bounce a cheque, and which happens to be the wages cheque, so the 
company goes down. Things -- that's rather black and white, but sort of pick an extreme 
example to illustrate the point, that experience would probably mean that that would not 
happen, and it would be dealt with in a more mature way. So I think they've made a mistake 
in that respect, and I think --I think a lot of people have lost the respect of the banking 
industry because of the changing culture, the hard selling culture which people seem to 
regard banks - they all flog insurance policies, or - 
I You mean customers have lost respect for the bank? 
R Yes, yes, I'm sorry, yes. 1 think they have, and they - they don't like speaking to a call 
centre, and there's lots of things that the banking industry as a whole has done, for good 
economic reasons, but customer service and customer respect and so on have suffered 
because of that, and part of that is because people my age have all gone. And they haven't 
got someone -I mean the majority of the bank's customers are aged 40 plus, and the 
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minority of their employees are aged 40 plus. So -I think there've been mistakes made. Yes. Do you think they realise that? 
RI really don't know. When you're in these big jobs, I don't think you ever admit a mistake. I 
sense that there's a recognition, but - I'm not sure that people will actually say, yeah I got 
that wrong. 
That's very interesting, because it's funny, I'm finding in this research I'm doing that even 
people who've had something happen like you have, will say 'Oh well, I can quite see their 
point, after all, we were all a bit over the hill, or whatever, and --' 
RI don't feel that way. I mean I was over the hill in some aspects of the way they wanted 
people to act in the bank, you know, to aggressively sell stuff, to endlessly fill out forms, 
people were spending a lot of their time justifying what they were doing, and giving that 
justification to others, whose main role was to look at it and produce graphs and things. 
That's banking, you know, that's like bureaucracy for the sake of it. And a whole industry can 
be built up, and levels of management be built up, just to manage bureaucracy. In my view, 
you need some of it, but most people in the company should be carrying out it's main role, 
which should be looking after its customers, making its products, or whatever, you know. 
I think that's very very true and very very interesting. It's sort of as if we're now in this sort of 
ticking the box culture, tick if you've done these things, and how well you've done them, or 
whether anyone's satisfied, is completely irrelevant. 
R Well, exactly, the end product seems to be the process. I know people now, back in the 
bank it was my main focus, you know, I experienced the bank rather than outside, but I know 
that before they have an interview with the customer they would have a pre-brief with their 
boss, and then after the interview it's a debrief to see how it went, and the boss's main role is 
to do that, and what it achieves at the end of the day, when you've done about 20 of those in 
a week, is dubious, it's doubtful. So I do think there are too many chiefs, if you like, not 
actually achieving the main goal. 
I Yes, OK. [FILL OUT QU'RE] 
R If the role had not changed so dramatically I would not have willingly left the bank. So I 
suppose it's 3 really, because my role did change, and therefore I didn't want to continue. I 
think most of my colleagues would say that, if our roles hadn't changed so much. 
I So there's a bit of sort of sadness there. 
R Yes, there's affection still there for the old bank, but not the new bank. It's quite old world 
and new world, and the new world is what none of us like very much, it comes sweeping in 
like a tornado, and the old world is what worked pretty well before and 
obviously.... (INAUDIBLE] - END OF INTERVIEW 
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APPENDIX 2 ITEM I 
DISCUSSION GUIDE 
Introduction 
Hello. Thank you very much for being willing to be interviewed for this study. I 
would like to talk to you for up to one hour about aspects of diversity in the 
workplace. The study is part of a research project we are carrying out at the 
University of Surrey. 
If you don't mind, I will be tape recording the conversation, but I would like to 
emphasize that everything that we talk about is completely confidential. No-one 
apart from me, and possibly another researcher at the University of Surrey will 
be allowed access to the tape or the transcript, and in reporting the study all 
participants will be anonymous. If for any reason you do not want to continue the 
interview, please let me know and we will stop. 
(Note: throughout, in order to minimise 'politically correct' answering, questions 
may be phrased in terms of what might 'people in your position', 'your clients', 
'your management' think/ do about such matters, rather than respondent 
personally. ) 
7. So that I can describe my sample, please would you tell me a few details 
about yourself. (Interviewer fills in details on profile form: gender, age, 
number of years' experience, number of years in present job, type of 
organisation, his/her position in organisation, qualifications. ) 
2. Interview is about aspects of diversity in the workplace. What diversity 
issues are you conscious of - present and future? Are any diversity issues 
current in your organisation? If so, what? 
" Are there certain kinds of people who somehow 'create difficulties' as 
employees? E. g. due to illness, disability, family responsibilities, limits on 
working capacity, etc. If so, who do these tend to be? 
(If an age issue emerges - ask person to explain fully what the issue was and 
what happened - their thoughts and feelings about the situation. Otherwise go 
to point 3) 
3. If age not already mentioned, introduce the subject. "Some recent research 
by CIPD (Chartered Institute of Personnel and Development, Jan. 2004) 
suggests that only job-seekers aged 35-40 are completely free of ageism, i. e. 
likelihood of being considered too old or too young for positions applied for. " 
" What is your reaction to that statement? 
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" Do you feel it has any application to your organisation, or have you 
experienced this situation in any way? 
" Do you feel it poses a problem? If so, is this more severe for younger or for 
older people? 
4. Focus on older people (c. 50+ unless other age cutoff mentioned): 
" In your organisation/ practice, is there an age above which people are 
considered to be `older' (recognising this may depend on type of 
organisation/ nature of work/ level of seniority)? 
" Are you aware of any 'issues' about older people in your organisation/ 
among your clients? If so what? Ask person to explain what such issues 
might be. (Such as: need to downsize/ health issues/ management issues 
such as younger person supervising older one - or whatever comes up. ) 
5. Ask person to pick one or two examples of older people in their organisation/ 
whom they have encountered in their consultancy - who were more or less 
successful (in the organisation, as a candidate, or whatever else seems 
relevant). If any particular experiences/ events mentioned, ask them to `tell 
the story: ' 
" what happened 
" how (if at all) was age relevant, or an issue 
" reactions of self/ others 
" how did person perform - as employee, colleague, team member, candidate 
" eventual outcome 
6. Have you experienced situations where a younger person is supervising an 
older one? Please tell me about that: what was the situation, what were the 
feelings of yourself/ those involved (as far as you know); were there any 
problems, or was the working relationship successful? 
7. Are certain age groups/ genders more suited to some functions than others 
within your organisation/ organisations you deal with? (Probe in relation to 
certain types of jobs (management/ leadership, high profile, 'backroom'/ 
support functions, sales, customer service, etc. ) What might be advantages 
or drawbacks of employing younger/ older people in different types of 
functions? Relate to examples of situations in their own organisation/ 
practice. [Variables, as well as age, might be: gender; level of 
expertise/experience/qualifications; personality; appearance; state of 
health] 
" Please think of a job you recently had to fill. What would your ideal 
candidate have been in terms of qualifications, experience, age, gender etc. 
- did you have a particular 'image' in mind? Please describe, and explain 
reasons for having that 'image'. 
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" Do you think that within your organisation/ practice generally, there is an 
'image' of an 'ideal employee' or 'ideal candidate'? (If yes) How would you 
describe that image? 
" Hypothetical situations such as if had to select candidates for redundancy/ 
basic or advanced training/ promotion - how might age affect decisions? Would an older person have any particular advantage/ handicap in relation to 
being selected for redundancy, promotion or training? 
8. Further discussion about age. Assuming you don't know a person's actual 
age, - e. g. if it's not mentioned on their CV - do you try to 'guess' it? If so, 
how do you judge it? What other ways? 
" When does someone become 'an older person' in the context of your 
organisation/ practice? Please expand on how/ when that happens, and 
what triggers it. 
" Does it matter if someone looks their age, looks younger, older, or whatever? 
Is it something people can/ should try to control? Explore in relation to: 
gender, type of job, etc. 
" How do older people fare at interviews? What types of reactions do you get 
from your colleagues when there is a range of ages among the candidates? 
" Evaluations - how do older people actually fare in their appraisals once in 
the job? 
" How do younger colleagues react to / deal with presence of older person? 
" Are older people seen as equally valuable/ worthwhile as employees, as 
managers, etc. or is there any sense in which they are seen as less valuable, 
or even expendable? 
" Is anything missing in organisations which had no over 50s? If so, what? 
Does it matter? 
9. Forthcoming age discrimination legislation: awareness/ opinions/ how will it 
work in your organisation/ practice? Do you consider it reasonable, or not? 
Why? What might reactions of your management/ colleagues/ clients be? 
10. Anything else would like to say. 
Thank you very much for giving me your time. 
Additional information 
I would be grateful if you would fill in this page which asks for some details of 
your organisation. (See separate page. ) 
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APPENDIX 2 ITEM 2 
IT1 
PARTICIPANT PROFILE INFORMATION 
Date of interview 
Name 
Organisation 
Nature of business/ 
activity 
Type of organisation Operating company 1 
Public sector 2 
Recruitment consultancy 3 
Career consultant 4 
Other (write in) 5 
Function/ Job title 
No. of years in job 
No. of years' 
experience in that work 
Gender MF 
Age -30 
31-40 
Please ring age group 41-50 
you fall into 51-60 
61-65 
66+ 
Please write in any 
particular professional 
qualifications you have. 
All information is kept strictly confidential 
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UniS 
Ig; 1 
ORGANISATION PROFILE 
Please answer these questions as best you can. 
1. Type of organisation 
Operating company 1 
Public sector 2 
Recruitment consultancy 3 
Job Centre 4 
Careers consultancy 5 
Other WRITE IN 6 
RING ONE 
NUMBER 
PLEASE 
2. No. of employees (approximate: if not known exactly, please estimate) 
At this site 
Overall 
1. Gender profile of company (best estimate) 
Males 
Females 
Total 100% 
2. Age profile of company (best estimate if exact figures not available) 
Total Males Females 
-30 
31-40 
41-50 
51-55 
56-60 
61-65 
66+ 
Total 100% 100% 100% 
All information is kept strictly confidential 
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APPENDIX 2 ITEM 3 
KUM3= 
Consent Form 
Ethics Committee 
"I the undersigned voluntarily agree to take part in the study on Diversity in 
the Workplace 
"1 have read and understood the information provided. I have been given a 
full explanation by the investigators of the nature, purpose, location and likely 
duration of the interview, and of what I will be expected to do. I have been 
given the opportunity to ask questions on all aspects of the study, and have 
understood the advice and information given as a result. 
"I understand that all personal data relating to volunteers is held and 
processed in the strictest confidence, and in accordance with the Data 
Protection Act (1998). I agree that I will not seek to restrict the use of the 
results of the study on the understanding that my anonymity is preserved. 
"I understand that I am free to withdraw from the study at any time without 
needing to justify my decision, and without prejudice. 
"I confirm that I have read and understood the above, and freely consent to 
participating in this study. I have been given adequate time to consider my 
participation and agree to comply with the instructions and restrictions of the 
study. 
Name of Volunteer 
(BLOCK CAPITALS) 
Signed 
........................................................ 
Date 
..................................... 
2004 
Diversity in Workplace study/psych/db/May 2004 
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APPENDIX 2 ITEM 4 Study 2 
TRANSCRIPT OF INTERVIEW WITH "ANNE" - recruitment consultant in 
market research (executive level). 
Date 1.06.04..... Interviewed by: ... DB I The first thing is fairly simple, but just so I can describe my sample, would you look at this 
sheet and see the boxes you need to put a tick in. (DISCUSSION OF FORM) 
PI have no qualifications whatsoever. Well, I have but.... none worth mentioning. 
I Well, talking about diversity in the workplace, obviously in your business you deal with lots of 
different clients, I know it's all in the field of market research and similar types of business, 
but are you conscious of any particular issues around diversity 
PI think it might help if you were to define what you mean by diversity in this context. 
I OK. It seems to be a sort of buzzword at the moment. 
P Yes it is, which is why I'm keen to know how you're taking it. 
I OK, well representing different kinds of em people - people from different kinds of backgrounds in any organisation like for example different races, different... you know, males 
and females, or... disabilities, em, things like that, and there's quite a lot of stuff in the press 
and literature at the moment about how organisations aren't representing the types of people 
that they serve, and so - does that.. ? P Would you include age in that? 
I Well that's a very interesting point that you make there, yes, I would. 
PI would, I mean yes, most of the time people tend to think of race, they tend to think.. I 
suppose it comes down to people thinking discrimination really, doesn't it, the reason 
diversity might raise its head is because somebody feels that they are potentially 
discriminating or being discriminated against. So - but I prefer not to think of it like that to be 
quite honest, I think diversity should be looked at in a very positive way, and one of the 
reasons I asked about your definition of it is that my understanding in talking to one or two of 
my clients, more corporate clients than agency clients, if you understand me, erm, it's looking 
these days more at - em -a person in their entirety from the point of view of their approach, 
where they're coming from and how they deal with and interact with other people, as well, as 
.. and of course that 
involves everything about a person. And one of my clients in particular 
is actively looking into why they choose who they choose in terms of personality type, I'm not 
talking about Belbin or anything so simplistic as that, broader than that, em, and what kind of 
-I suppose it's EQ rather than IQ as well, what succeeds, who succeeds best in being 
persuasive, and how do they motivate people, and what skills and interpersonal skills in 
particular do they have, which makes them special at motivating somebody, whereas 
somebody perhaps with a PhD, in organisational whatevers, might actually fail because they 
don't have the same approach. 
Mm 
P So in the end it largely comes down to personality. So I see the latest diversity issue as 
being more about bringing people on board who are good at what you need them to do, 
rather than because they've got a PhD in X, Y or Z or because they happen to be the right - 
whatever the 'right' in inverted commas is supposed to be, in terms of sex, race, or whatever. 
I've always felt that the whole idea of having X% of people in a workforce as being female, 
or being disabled, or being whatever, is complete nonsense. You should have, as far as you 
possibly can, the right person to do the right job. 
Yes, yes, that sounds absolutely ideal. 
P Well it probably is very idealistic but I think it's something that we should work to. How you 
achieve it is another matter. 
In terms of your client base, would you say that they have any particular issues about you 
know - having explained what I mean by diversity - at the moment? 
PI think any company has to have issues, because they're - the - they are required to check 
that there aren't any issues, effectively, so an employer's awareness is already raised, as to 
what they should be doing, and there are guidelines set out, you know, big companies ought 
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to have, or should aim to have, a certain number of disabled people on board, or whatever 
the quotas are, which if I were disabled I think I would find most off-putting. 
Mm 
P But I don't think - what you need to bear in mind of course is that we specialise in hiring 
researchers, planners, information managers or whatever, so we're in a very small niche 
area, and other than one or two of the erm employers who are our clients, such as Transport 
for London for example, or the Tax Office that we've worked for [INAUDIBLE].... 
P ... which I find hugely amusing and frightening really, because I mean we haven't got a 
policy, we're just not racist, there are only 3 of us for goodness sake, but that's not enough, 
we have to have a written signed document that you won't be at all er, er biased in who you 
put forward to us .. again it comes 
back to well, you put the right person forward, you put the 
person who has the skills for the job forward, you don't think about .. in the research industry 
as you know, there's such a desperate shortage of people who know what they're talking 
about, and present themselves well, that when you find them it doesn't matter if they're green 
and come from Mars, or whether they're... 
(laughs) 
P 
.. well of course the thing that 
does make a difference is age. 
Yeah 
PI would come back to that. It's one of those - like marketing and advertising, there is a 
certain element of ageism. Erm - but again I don't necessarily feel that that is a sort of 
discriminatory thing, in the sense that people don't want older people on board, what people 
want are people that will fit in with the people they've got, and if you start to interject a 58 
year old in a department where there are 10 people between the ages of 25 and 35, it can 
work but it tends not to be a comfortable scenario particularly if the 58 year old is reporting in 
to a 30 year old. 
I Well this is very interesting and it raises some issues that 1 wanted to cover anyway. What 
do you think it is about that potential scenario that you're talking about, that would make 
people - make it potentially not work? 
P Companies tend to want to employ people who have a certain amount of longevity in the 
role, and ironically, somebody who is 58, you could say well they're at least 7 years' worth of 
potential, of potential longevity for them, because they're less likely to jump out and do 
something else. I'm generalising obviously but that tends to be the case, I'd say, whereas if 
they take somebody at 28 or 32 or whatever, they might get a good couple of years out of 
them before they decide to move on, which tends to be more and more the case these days, 
people tend to ... 
(bit missing - talking about 
fact that people aren't loyal to employers 
because.. ) companies have not been loyal to them, and we went towards this whole 
American way of thinking, that you're only as good as - while you're there, you get paid for 
what you do, we don't owe you anything and you don't owe us anything, so they get on 
board, they work very hard, they earn a bit of on the job training, or they've got their 
experience for 2 years of working with company X, and then they go and sell themselves to 
Company Y, for an inflated salary, and then move on again. Again I'm generalising wildly 
here, but - so, it's ironic to think that when I come back to... I'm meandering 
here but the 
point I was making was, that companies like to feel that they are going to employ somebody 
who will gain experience and grow with the company, and be hungry, and be.. be looking to 
improve, and be working very hard, and they're getting value for money out of them. And 
somebody who is 58 let's say, who's been round the block a few times, seen it, done it, got 
the T-shirt, em isn't necessarily going to have as much fire in the belly, so they might feel, 
isn't necessarily going to be pushing as hard, isn't necessarily going to be coming up with 
new ideas, because they've already done all of that, so they're coasting on a level, almost. 
Almost. And therefore they don't necessarily - employers don't necessarily see that as a 
good thing. 
I When you say those things, are you thinking that's really how the older people are, in some 
sense, or is that a perception that the potential employers have? 
P As I say, it's a terrible generalisation. Somebody of 80 can think like a 30 year old, and vice 
versa. You get some terrible fuddy-duddy, boring, lacklustre 30 year olds, who would have 
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less to offer than somebody older who would come in with lots of enthusiasm. There is no 
reason why not, but in the m ain, this is how people are perceived, yes, I suppose it is a 
perception rather than an actual reality. It's a very difficult perception to shift. And you know, 
as a recruiter, one of the values of a recruitment consultant I think, is that I will look at 
somebody at whatever age they are, if it's a dullard 30 year old, then that's exactly what I 
would present to my client. Here is somebody who's young and in the right age bracket, 
good at the job in terms of what I know you would like to put on your job description but 
perhaps haven't been able to, and what you conveyed to me that you want, an energetic sort 
of person, who's going to be doing all this jumping up and down, and here's somebody who's 
got the skills but in personality terms we're talking ditchwater. Obviously I wouldn't write that 
down, or wouldn't necessarily say that in so many words, but it's my job to put forward how a 
person - how I- evaluate a person as best I can in the space of an hour and a half. And you 
know, hopefully over the years I've got it right more times than I've got it wrong. But if I do 
see somebody of 58 or 63 or whatever it is, who is lively and energetic and enthusiastic, then 
I'm going to put them forward, and say you will get 2, or 4, or however many years, out of this 
person, of value for money, and you know, even though there was an age gap between me 
and somebody of that age, I didn't feel that they were grey haired and out of touch - quite the 
opposite. They're somebody who's kept up to date with everything and still has ideas and is 
energetic. So you see you have to take an individual, on the individual's own merits. 
I And do you find that your clients -I mean obviously they differ, but have you had cases 
where clients are very willing to go along with that, or is it more that they might reject 
somebody on paper, even, without interviewing them? 
P Well the thing is that they would find it very difficult to reject them without interviewing them, if 
I'd recommended them, on a short list or whatever, because the only reason they'd be 
rejecting them, all else being equal, is on age, and they're not going to admit to it, so the 
worst case scenario is they go through a cursory interview, and don't consider them 
seriously, and the best case scenario is that they go 'Oh yes! You're right, this is the person 
we need for this, that and the other reason. ' Age shouldn't really come into it unless you're 
talking about [a situation where] there is some reason why an older person might bring with 
them some disadvantages. 
I You mentioned earlier that - the issue about older people fitting in to - let's say teams, I 
don't know if you used that word, - of people who were mainly younger than them, that that 
was something that people might be apprehensive about - can you say a little bit more about 
that? What do you feel goes on? 
P Well I think with the best will in the world, most people over about 45 start complaining about 
'the youth of today', don't they really. 
I [LAUGHS] 
P They do, don't they, really. Most people [LAUGHS] maybe it's just the people I meet, or... 
people I know, but 'it was always better when we invented it'. Every generation thinks 
they've invented sex, they think they've invented market research, they think they've 
invented work, and of course when you've got a certain amount of experience, there can be 
the tendency to feel that younger people coming up don't do it as well, haven't got the 
experience, or, erm, ... 
I am horribly generalising but I think you have to with these sort of 
situations. I don't like doing it - generalising is great fun but it's not necessarily the most 
accurate way of looking at things. I think there is a tendency for people to assume that if they 
at 30 or 35 suddenly have to take on board as part of their team somebody who is a lot older 
than them - 45,50 [PHONE RINGS] 45 or whatever. [INTERRUPTION) What was I saying? 
Then there is just as much tendency for a younger person to have prejudices, if you like, 
preconceived ideas about what an older person is going to be like, and therefore they're 
going to be nervous about trying to ... 
they're going to be nervous about being exposed, you 
know, their relative lack of experience, particularly in research terms where perhaps these 
days there's more off the shelf and less craft skills taught and all those sorts of things, and 
any weaknesses are likely to be exposed, by somebody who has possibly gone through a 
much more rigorous training. I think you yourself said the same thing to me, when you were 
- when we were talking about something to do with people reporting to [GAP] .... 
blend of 
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technical skills that you have in order to write a halfway decent proposal. What more can I 
tell you? It's that sort of thing, so I will sometimes be approached by... or I'll receive a CV 
from somebody who is older, who has been a market research manager somewhere, who 
sees a market research job, which is a market research manager role, but the job title might 
not necessarily indicate that market research manager is actually 2 notches down from the 
most senior position, and salary being 45-50 [i. e. £000] or whatever, the client's looking for a 
very high flying individual. So somebody will apply and say well, hello, I can do this job, and 
my response is yes I know you can do it, but do you want to do it? Do you want to be in a 
situation where you are in fact punching below your weight. You should really be in a 
position one or two above that.. "Oh no, I don't mind that. I'm quite happy to have a job" - 
basically. Erm, well, the employer doesn't necessarily want somebody who's 'quite happy to 
have a job'. Because, again with the best will in the world, that person is going to become, 
once they're in the job, difficult, if they are constantly wanting to be doing the work of the 
person over their head. Because they know they can. So are they really going to be happy 
with a hands-dirty, possibly, sort of role, if that's what it is, when they know they could be 
doing the next job up or possibly the one above that. It causes tensions, it causes problems. 
I So that might cause concern on the part of the employer, even if in practice, 1 suppose there 
might never have been a chance to try it out. Whether it works or not, it would put it off 
hiring the person in the first place. 
P Exactly. 
I Hmm. Say a manager, supervising somebody who was older than themselves, have you 
experienced in your practice, situations where that has worked or hasn't worked? 
P Oh, it does work. Of course it works, it can work very well. Somebody who - it all comes 
down to personalities, which is why it's so important, when people are recruiting, for them to 
be looking at who they've got in the team already, in terms of personality types, I keep 
coming back to this, because if everybody is a 'completer/finisher', then there's going to be 
trouble. If nobody is a completertfinisher, there's going to be trouble. And what's required is 
a good mix of skills, you need somebody who's got the interpersonal skills, somebody who's 
quite happy to be told what to do, go away and do it and be prepared for things, and you 
need somebody who's going to lead.... and so, you know, if you have a good manager, it 
doesn't really matter how old they are, as long as they command the respect, and have the 
authority, and are seen to be doing a good job. People don't mind being told what to do or 
asked what to do - generally, they don't mind being managed by somebody they admire, 
somebody they can understand why they are there, and why they are in a notch above them, 
that doesn't necessarily cause a problem, and where there is that sort of relationship then 
fine, it doesn't matter how old anybody is, or again, you know, what differences there might 
be in race, creed or colour. It's all down to interpersonals and good management stuff, really. 
I That's obviously once the person's been hired and it kind of works, but from what you're 
saying, you do find cases where an older person won't get hired because of some sort of 
perception by the potential manager or whoever it might be, that they wouldn't fit in, but in 
practice, if they can take that plunge, it can work perfectly well. 
P It will vary hugely according to the types of jobs that are done within the team, and as I say, 
the difficulty arises in my area of work, where you've got erm situations where let's say 
FMCG companies, where most marketing directors haven't started shaving yet! 
[LAUGHTER] Their senior marketing people are running around looking like they haven't left 
college yet. Erm, it does cause problems, because -I think largely it's perception but it's not 
wholly perception. 
I It sounds as if what you're saying was, that younger people in the positions of responsibility 
might almost feel a bit undermined or threatened, by the presence of older, possibly more 
experienced people? In terms of the number of years. 
PI think there is that aspect, I think also that people in companies these days, be it ciientside 
or agency side or wherever, are being asked to work harder and achieve more than ever 
before. You know, times get tougher, they don't get easier, When you've got Tesco's selling 
electricity, for goodness' sake, and insurance, and what have you, nobody is safe anywhere, 
everything is very forward looking and very fast, and furious, there is no - it seems to me - 
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less time - well, there's never been time to sit on your laurels, but - it does tend to feel 
faster paced and much more pressurised than it used to, erm, over the years I've been in 
research. I mean I remember the days when, for example, if you found a nice quiet sort of 
less, than energetic person, you'd find him a nice comfy clientside job. And anybody with a 
bit of spark and fire, you'd put them on the agency side where there was a bit more pressure. 
And it's actually turned on its head, there's no such thing as a comfy armchair of a company 
any more, and I think that therefore because things move so much more quickly, it kind of 
equates with young go-getting sort of people, and I think because they feel that they are 
going to be measured by what they achieve, the last thing they want to do, or can afford to 
do, is to give someone the benefit of the doubt. There is less room to give people the 
benefit of the doubt, to prove themselves, it's sort of instant results required. 
I Without giving anything away that would identify anybody, have you personally come across 
cases of that? where -l was just thinking about somebody might have come along to you 
saying Oh I don't think I fit in, will you find me another job, and things like that, and it 
emerges that it's actually something to do with the age difference that is the concern? 
P Mmm - not really, it tends to be more of the older established, has been there a long time, 
market research manager, being..... elbowed out, put nearer the door, put out to grass, 
basically, because they have ... 
but only because, usually because, they haven't moved with 
the times, they have -I suppose in a way there's a certain amount of 'if you haven't made it 
by... there's that awful sort of McKinsey type 'move on or move out' feel to things these days. 
If you haven't made it by the time you're 40 you're never going to get there, kind of 
misconception, probably. Then that tends to happen, you get the sort of ... 
in my particular 
area of expertise, you get the older style market research manager, clientside manager, 
whose role is to sit between internal clients and research agencies, and .... what 
the decision 
makers in the company needs, because their arse is on the line every day these days, they 
need somebody who can genuinely bring support and help them make decisions, not just say 
'well, here's the pile of data you asked for'. It's a different - it becomes a different focus, if 
the long standing, long term, getting on a bit market research manager, can't make that 
transition, there will be nowhere for them in the company. 
I So it sounds as if - well, not exactly that they bring it on themselves, but perhaps people 
don't put enough priority on keeping their skills updated? Or would you say it was more 
fundamental, a kind of personality mismatch to the was [the job has evolved] (inaudible) 
PI don't think it's so much a mismatch, so much as erm, having let changes happen round 
them, without changing themselves - not following - not picking up on the signs of what's 
needed. Perhaps. 
OK 
P And of course it tends to be those people, those elbowed out people, who will then come to 
me and say 'oh, here's a job you're advertising, I could do that job'. Because they need a 
job, and of course, you can't possibly perpetuate that error. 
No, sure. OK. Now there is some research which was done by the Chartered Institute of 
Personnel and Development earlier this year which suggests that only job seekers between 
the ages of 35 and 40 are completely free of ageism. Did you come across that at all? 
P No 
In terms of either being considered too young or too old, for the positions they might have 
been applying for. So you haven't come across that before. 
PI haven't come across that piece of research, but I would imagine that it's in general correct. 
Do you think it's -I was thinking about the comparison between the too old and too young 
issue, do you think 'too young' is an issue, in terms of your practice? What would you say? 
P Again, it depends on the vacancy, but yes, it can be. I'd say that was less of a problem than 
being too old, to be frank..... You get a bright young thing, doing really well, and seeing that 
risk work out. If they take a risk on an older person and that works out, there's less kind of 
kudos attached to it, because you think 'They're older, they've been round the block, of 
course they're going to do well. ' So it's sort of self fulfilling. If they don't do well it's because 
they're too old, whereas a bright young thing, if they fail it's 'Oh well, they haven't ... well, perhaps they've bit off more than they can chew, but good on them for trying, and if they do 
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well, that's marvellous, they're a high flyer. ' It was ever thus wasn't it. Youth is good, age is 
no use to anybody really, in this culture, anyway. It's only in the Indian culture where the 
elders are revered, and that sort of thing. But, er... you find that. 
I Yes. So in terms of the legislation that's coming up, about ageism and so on, what do you 
feel about that? 
P Erm, I honestly don't see how legislation helps. I think legislation is a hindrance. If you look 
at all the legislation surrounding maternity leave, and women coming back from maternity 
leave,... some of it... but basically all it does is to make employers even more careful about 
not putting themselves in a situation where they are likely to take somebody on who's likely 
to put them in a bad situation further down the line. I. e., I've heard it from a number of 
people, particularly on the agency side, where it's - you know what it's like - everybody 
works at full pelt, you can't suddenly have somebody announcing their pregnancy right in the 
middle of a huge, you know, a key person on the team, right in the middle of a huge project, 
'Oh I'm pregnant, I'm off in 3 months' time. ' Everybody's dropped in it. So women between 
the ages of 27 and 33 or whatever who've recently got married - well, it's a good job there's 
a shortage of people, because otherwise I think there would be quite a lot of discriminating 
going on, and male applicants would be getting the jobs instead. You know, I shouldn't be 
saying it, I'm not saying that I discriminate, at all, but I think that some people will do. Again, 
take the safest option for their business, because they are probably being stamped on from 
on high, to achieve the numbers. Everybody's under pressure to achieve, and doing that 
with people running off getting pregnant every five minutes is very difficult. 
Mm 
P It's a dreadful thing to say, but I really don't think, coming back to your point, I don't think 
legislation really helps in the sorts of circumstances, and companies, and areas, and people 
that I'm recruiting. Because I don't really think that there are nasty unscrupulous employers 
in this industry. You hear all sorts of dreadful employers exploiting their workers and 
goodness knows what else, but I don't know, I may be wrong in what my perception is, but it 
tends to happen more with manual labour, perhaps, or less skilled professionals. Perhaps 
I'm wrong, but that's..... where you've got large numbers of them, if you like. 
You're painting an interesting picture where the commercial pressures of today are sort of 
making it hard for employers to take risks, and they might see it as taking a risk, hiring a 
young woman in the age group you're talking about, or hiring an older person, or what? 
PI would. I definitely would. 
And so who would represent the least risk, you know, in terms of if you had a list of 
candidates coming to you, and I'm sure you're a totally open minded sort of person, but 
suppose you thought, you know, this company I'm looking for somebody for,, they're really 
looking for somebody who's going to make a huge contribution, etc. etc. over a long time? 
Would you have a sort of image in your mind of the sort of person they might need? 
P Yes. I would go for a young -I would suggest that a good bet would be a young man with a 
wife and a young family, because he's got to do lots of supporting, and he will be looking to 
further his career. Now the risk of somebody with that sort of profile, I don't know, 30,32 to 
38 or so, getting the kids into a decent school, wife probably not back to work full time yet,.... 
they have to work. They have to do well, and they can't afford to lose their job. Now the risk 
that you take with somebody like that, in - from a commercial perspective, is that they will be 
probably the more ambitious they are, the more likely they are to move on in a couple of 
years, but you'd probably get a very good 2 years out of them, before they do that. A less 
ambitious person, you might find you did very well out of over a longer period. 
I Yes 
P But unfortunately that's the sort of stereotypical you know... if you're going to hire somebody 
and be safe and not discriminate, that's where the stereotypes are formed. 
I Have you had any examples of you know, older people - well, maybe I should first ask you to 
define what you think of as an 'older person'. In terms of the sort of client base that you have, 
would you be able to name an age above which people were thought of as older? In some 
sense. 
P It's dreadful isn't it. I suppose looking across everything, because it will vary hugely from 
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company to company, and across different types of organisation, I suppose 50. I suppose. 
I Yes, OK. The magic number 5, or the evil number 5. Yes, OK. Have you had any examples 
of maybe - again without saying anything that would identify anybody - where perhaps 
somebody over 50 has been very successful in a job, that you've placed them in, and 
everybody thought it actually worked out fine? 
P Yes, Yes. Somebody on the agency side, where they were recruited - they had been, prior 
to that, in a client company, in financial services industry, and this agency needed 
somebody, they had this very large scale tracker, and they needed somebody who could talk 
sensibly to the client, and funnily enough in the same company, and this perhaps is making 
me think that we're talking about an enlightened employer, erm, I put in place someone from 
one of the larger agencies, who had definitely been round the block a few times, he was in 
his late fifties, when he joined. ???? but I would say to them, to act as a mentor, to check 
that projects were - that the work was good standard, high calibre, along the right lines, And 
again, that worked very well. 
I Oh that's good. And what do you think made it work? 
P Both of them are driven, but in very different ways. The financial guy is an absolute 
energetic power house, very much a 'must get it right', lots and lots of professional pride, 
erm, and knowing that he couldn't afford for it not to work, at his time of life, put his all into it, 
and is a very lively, likeable kind of person. And the other one is a complete character, a 
total oddball, completely off the wall, but hugely respected, and really knows his research 
onions, and a bit of ... into 
his second childhood type of person, and very - again, very 
popular with everybody, one of those people that transcends all age groups. It doesn't 
matter who he's talking to. The second one, in particular. 
So it was again, the personality that erm.... 
P It always, always comes down to personality and approach. 
OK, moving on and kind of winding up towards the end. This is a very hypothetical question, 
but if you didn't know a person's actual age, for example if it wasn't on their CV, and you 
couldn't figure it out, would you try to guess it, or how important would it be for you to know 
roughly how old they were? 
P Er,. for me personally, trying to assess somebody, I think it's very important. For me. Not 
from the point of view of making a difference about what jobs or whatever I would look at on 
their behalf, but I try to get to know my candidates, and see where they're coming from, and 
if they were born in the 50s, that tells me something. If I know they were born in the 70s, that 
tells me something as well. There's going to be a whole ... where you are in the whole 
str4eam of things, the kind of world you grew up in as a child, where you went to school, 
what kind of family life you had - to me brings something to the party, allows me to 
understand a bit more about who they are, and why they are, and what they are doing. 
So how would you judge it - how would you judge their age, if you didn't know? 
Pi would talk to them about their childhood probably, and what sort of school they went to, 
because schools are very different, and are hugely important in shaping the way somebody 
is. But if I weren't allowed any of that sort of information, you'd need to look at how they are 
with you, and what happened in their last job, and what their approach is. I look at their 
approach to life in general. I try to keep away from just purely the work side of things, when 
I'm talking to people, interviewing people. 
I How important would appearance be - what I'm thinking of, in terms of the ease or difficulty 
of getting a job, for an older person, would it matter whether they looked their age, or looked 
younger, or older, or whatever? 
P To be honest, I think it goes hand in hand, if somebody arrives with a side parting and 
brylcreem, and a very sombre suit, and clean shaven, and quite a polish on his shoes, then I 
am not going to put them forward for a job in what 1 would call a black t-shirt, high tech, yoof 
agency. It just isn't going to work. But as you know, the way you look does tend to reflect, to 
an extent, your personality. 
I Do you think there's any difference between men and women in how important that is, in 
getting - in your kind of field of clients? 
PI think in general it's more important for women. Simply because it always has been, in 
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every aspect of life, it's always been. It's very unfair, but men do wear better than women, 
they season nicely, don't they, some men look far more attractive as they get older, than they 
were as callow youths or whatever, whereas women just sort of go off, don't they, really, a 
lot of the time, they sort of sag, [LAUGHTER] and get overblown if they're not careful. I think 
it's important for women in particular -- and because women's appearance and modes of 
dress vary more than men, these days, .... [inaudible] excluded perhaps, therefore, there's more scope for women to - there's more need, I think that's the truth. This is meant to be voice activated (checking tape recorder). OK, thanks for that. Just a 
couple more questions then I can let you get on with your real work! For example, when 
you're putting forward a list of candidates, or however you do it, obviously I've experienced it 
from the candidate point of view, would you get any particular reaction you know, if you had a 
range of ages, would you normally get some reaction about that range of ages. I'm just 
trying to assess the extent to which it's a front of mind sort of issue. 
P Age. 
Mm. 
P No I don't think so, I think an employer is only too aware that if they were to come back to me 
and say 'why have you put candidate X forward, because we can't consider somebody over 
50 or whatever, that they would be very firmly in the wrong. They would have to come up 
with a different reason for not wanting to see them or for turning them down. I tend to - as 
you may remember, I like to get as full a set of notes and feedback on each candidate that I 
put forward, once they've been interviewed, as I can, erm, it helps everybody, it helps the 
client to think things through, it helps me to put forward a candidate that more closely 
matches what they're looking for, if that one is wrong, for whatever reason. Or isn't right, for 
whatever reason. And it helps the candidate, to know 'well I won't bother going for that sort 
. of 
job again, because I don't have those right skills' - or'it doesn't suit me because of X, Y or 
Z. ' so when you're looking for that sort of level of feedback, the client can't get away with 
saying 'well I didn't like the cut of their jib', when they really mean they're too old. 
Yes. I expect that's something to do with your own personal credibility, because probably not 
everyone in recruitment consultancy would have that kind of... their judgement might not be 
trusted to the same extent... there you are, a bit of flattery. 
OK, just finally then, suppose a company is downsizing, and they're trying to pick people to 
get rid of, do you feel that nowadays age enters into that kind of a decision, in your 
experience? 
P Well I would love to say no it doesn't, but I don't think that I have sufficient -I don't feel that 
it would be done as a question of age. I don't think companies are that stupid. Fortunately, 
the people I deal with tend to be reasonably professional, and sensible, er, and I'd like to 
think that was the case outside of the research and planning industry as well. I think most 
people want to do what's right for the company, and the future success of the people who are 
left holding the baby, or whatever, or running the show. And ....... I think that most 
companies would go the route of... most companies would invite people to get rid of 
themselves, wouldn't they, first, before they have to start making tough decisions, you know, 
is there anybody out there who would quite want to be made redundant, or you know, feel 
that it might give them an opportunity to do something different. There are, I know, in a 
number of cases where there are very large organisations of people, inviting for redundancy 
people who... and sometimes it's not economic to make certain people redundant, so it's not 
a straightforward exercise. 
I Yes, sure. It's very interesting what you're saying, Anne, because the impression I'm getting 
-I just want to feed it back to you, and you can tell me I've either misunderstood or not, is 
that it's not the age itself that's the issue, it's things like having out of date skills, or maybe an 
attitude, that's coasting along rather than really going for it, or maybe it's that the kind of 'up 
or out' thing - you've got to a certain level and that's as far as you've got by the age of 
whatever, and that means you're not the sort of person you know, who might really do well 
longer term. Would you say that's...? 
P I'd say that was about right. Erm - think of somebody like Bruce Forsyth, say as an 
example. Of somebody who... has just got another show, because of who he is and what he 
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does, I mean he's just there, he's there mentally, and physically and keeps himself there 
mentally and physically. 
I That's very interesting, a very good point. Yes, and of course you get high flyers in all kinds 
of fields, I guess, who can sort of keep going, till they drop dead, like Alastair Cooke. 
P Exactly that. And I heard the other day just on that theme, I heard the other day, I forget the 
guy's name, shame really - he was the star of 'Man about the House', and I heard that aged 
60 he was in some kind of retirement home. And I was thinking 'my god, he's not that much 
older than I am, and he's in a retirement home for distressed ex-actors', or whatever. I think 
that's dreadful... Set against somebody like Parkinson or whomsoever. It's an attitude and 
an approach and a keeping up to speed that makes the difference, not the date on your birth 
certificate. 
I OK thanks very much. Is there anything else you'd like to say about the age issue? 
P The age issue, no. I think we've done that to death. 
I Thanks very much. Perhaps not quite to death. That's wonderful, thank you so much. 
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APPENDIX 2 ITEM 5 Study 2 
TRANSCRIPT OF INTERVIEW WITH "Tim" 
Date ...... 21.07.04........ Interviewed by: ............ DB So you've only just arrived here, in effect, what's your job title? 
P I've been here 6 weeks now, in effect, I'm currently the Head of Strategy for one of 
[Company X]'s business units, called [Company X] Business Services. And I report to the 
managing director of that business, and I'm based here. 
Ok, and erm does that mean you -I mean I imagine in your previous job as well, you would 
have been involved in decisions about staff, recruitment..? 
P Yes, I mean certainly in my previous role I was involved with a lot of recruiting, in a 
professional services, consulting firm, so I was heavily involved in recruiting, particularly at 
the junior levels, and I will be going through the same process here I'm sure, at the junior 
level and at management level as well, although I don't - there is a plan for my team to be 
about at least about 3 or 4 people, possibly more, but to start with 3 or 4, and currently I need 
to build that team up, so I don't have anyone other than a PA, and one of my reports, who's 
currently on maternity leave, I don't have any other reports currently. 
OK, fine, OK. So (Company X]'s business, it seems to be very diverse, I know, in terms of 
[businesses owned by organisation] 
P Sure. Basically it's an energy utility company, that provides gas, electricity, er things like 
home services, [company identifying details removed], so they're into communications as 
well, and basically [Company X] Business Services which is the business I'm in, serves the B 
to B market so it's business customers, gas, electricity, telecommunications for business 
customers. 
I OK. I didn't realise I was a customer of so many parts of the business! Would you ring which 
of those age groups you belong to, just so I can describe my sample? Thanks very much. 
This is a study which is part of a study being done by the University of Surrey, and it's about 
diversity, in the workplace, and we're talking to people from various different organisational 
roles, about some of these issues, and it'll become clear as we go along what I'm particularly 
interested in, but we'll start in a general way. So when I say diversity, in the context of the 
workplace, what does that make you think of, any particular issues? 
P CHUCKLES - [INAUDIBLE COMMENT]. Erm basically, I guess I- well first of all let me say 
that I haven't had any formal training in this area, it's basically based on my impressions, but 
I look at diversity as being erm - as being about people, and being about, erm -- having 
people in the organisation from a range of different backgrounds, different cultures, different 
sexes, er - ethnic groups, so it's diversity defined in the broadest possible sense, different 
ethnic groups or whatever. Er, that's basically what I think of. 
I OK. Do you feel -I realise you've only been here a short time so some of the questions may 
be a little bit difficult to answer in the sense of you might not have come across that yet, but 
do you feel that in (Company X] there are any diversity issues current, or top of mind at the 
moment? 
P-- I'm sure there are, but it's a difficult question to answer at the moment, I don't know the 
organisation well enough, erm, I'm sure there are things that we should be doing in that area, 
I don't know that we're any better or any worse at this than any other big corporation, I don't 
think - my early observations would suggest that diversity isn't any more or less of an issue 
here than it is in any other major corporation. In that, in that people I've worked with, and that 
I observe around the business, it's a mix of those kinds of people, it seems pretty typical I 
would have said, of many of the major organisations. 
I OK. Now thinking of your experience generally, and you know especially since you've only 
been here a short time it might not have cropped up, but do you feel there's any types of 
people who as employees somehow create difficulties for their employers? Of course you 
can always have difficult individuals, that's not what I mean, but are there particular types or 
categories you can think of as being difficult, or having issues? 
P Of this nature? 
I Well, of any nature really. If you just think of a category of people who might cause 
Appendix 2 526 
difficulties. 
P Erm - that's a good question. Not in any particular marked way, I don't think. I mean, no 
more than the usual. I mean it's -I can think of people who I work better with and who I work 
less well with, but it's not -I can't really say well that's generally, you know, engineers, or 
that's generally females, or -I don't think it - it's more a function of the way they work and 
the way I work and whether there's a fit there. 
OK, right 
P Sorry! 
Oh no, not at all, no, people say different things. 
P Come back to me on that, it's not a thing I've particularly thought heavily about, let's say. 
Mm. When we were talking about diversity, you mentioned things like gender, er racial 
origins, things like that. Now some recent research by the Chartered Institute of Personnel 
and Development, which was published in January, suggests that only people aged 35 to 40 
are completely free of ageism in the workplace, in the sense of being considered too old or 
too young for a particular appointment. Do you have any comments on that finding? 
P --- arm --I can understand how this, that might be observed, you know, I mean I think arm 
-I guess I can see that - -from an age perspective, once you get above a certain age it's -- 
you know, looking at it purely economically, from a business perspective -- it may be seen 
as less attractive to go for someone who's above a certain age, rather than somebody who's 
in that bracket that you talked about, and I can see that right at the other end of the scale ,I can see how if you're very much younger, say if you're between 21 and 25, it's very hard for 
you to hold certain roles. For example, certain senior roles would be quite difficult to hold. 
So I can see how, you know, the realities of the workplace make -- could make age an 
issue, if you like. 
I And would you say, obviously thinking of your whole career, not just the last 6 weeks, have 
you noticed or come across any situation where age was a kind of issue? 
P Well I know, just as an example, I know my father who's quite close to retirement now, he 
faces this problem quite a bit, he works in the construction industry, he's now within several 
months of retiring, but over the last 5 years, this has sort of regularly cropped up in 
discussion, you know, that he would really find it quite hard to find a new job and a new 
employer, just by virtue of his age, and so it's a very real issue, it's the kind of thing that me 
at my age, --I don't really observe it quite as clearly, do you know what I mean, it's not 
something that affects me currently. 
I No, absolutely 
P Although on the age thing, what's quite interesting is that over my career, which is - well I'm 
35 now, so it - say over the last 15 years, I have noticed a marked trend in the corporations 
I've worked in, and it's generally big companies that I've worked for, companies are 
increasingly prepared to promote younger people to bigger roles, and I particularly observe 
that in my current employer, I mean a lot of the other directors who I work with, are actually 
quite young, and - there's also several other among them who are quite old, as well, and 
there's a very mixed age group, which I think is good, it reflects the fact that companies are 
increasingly willing to recruit and promote based on other things than age and experience. 
So when you say 'quite young, what age bracket are you thinking? 
P What, for the other directors? 
Yeah 
P My kind of age and maybe a little bit younger, as well, so there's sort of ,I mean 
I think 
there's - the director team has 2 or 3 people who are sort of my age, and there's one person 
who is a year or maybe 2 years younger than me, and then there's a sort of mixed spread, 
up till about the 55 bracket. 
Mm. Would you say that was about the oldest? 
P Yeah, who's on the management team, yeah. 
Oh you mentioned your father, what sort of age is he? 
P Well he's now about 62 or 63, he's -- this isn't a new thing that's suddenly surfaced, I mean 
he's raised this, these kinds of issues, 8 or 10 years ago, and that might be a function of his 
industry as well, I mean he works in construction, you know, it's quite cyclical, and you're 
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either on a big project or you're out of work, kind of thing, there won't be much middle 
ground. Er, so I don't know if that's function of his industry or not. 
Yes, OK. So you were saying you thought that statement, that research and that statement 
sounded reasonably plausible -- P Yes, I can believe that's the situation. 
And do you think that that - assuming there's some truth in that - that there's a problem in 
organisations that you've dealt with? 
P Erm ------ that's a good question. I'm sure I'll find it a problem when I get to that kind of 
age. [LAUGHS] Erm - I was just thinking obviously... 
P Generally for the business, or for society, or ? 
Well I suppose mainly for the business, in that erm is there any -- there could be different businesses seeing it in different ways, I don't want to sort of prompt you. 
P Sure, sure. --I don't really know, honestly, it's not something I've thought about too much, 
it's business reality, really, I guess. 
Oh, business reality, mm. Tell me what you're thinking of when you're saying that. 
P Well, I mean erm -- you know, from a business perspective, you know, there are --I mean 
businesses are basically there to make money, so er -- that's the sort of primary objective 
and obviously there are sort of secondary objectives around, er -- like providing, you know, 
serving customers, and having happy employees, and all that kind of stuff, and erm -- you 
know, I can see how once you get above a certain age bracket, you know, it becomes -- it's 
harder for a business to make the sort of economics work, you know, in the sense that -- 
well, put it this way, let me be blunt about this, it would be very hard I think for this 
organisation to hire anybody into it who's above 60 say, who's maybe got 2 or 3 years' 
working, you know, working life left in them, you know, before they want to retire, before 
they'd WANT to retire, and if they hadn't had any experience in this industry, it means the 
business has to integrate that individual, it has to train them up, and develop them in this 
industry, and as soon as they're up to speed in that industry, in that role, and as soon as they 
start to be productive, they will effectively retire. So the reality of it is that, you know, it's 
harder to make the economics work than if you're hiring somebody who's 30, into that role. 
That's a business reality, I'm not saying whether that's good or bad, but that's the situation. 
Erm, so that's what I mean by 'a certain amount of inevitability' with it. 
Yes, I can see that. What about people slightly younger than that, in their 50s, or.... 
PI think it's much less of an issue, I mean I think that erm -- it depends I think a lot on the role 
as well, and on the needs of the role, because there's certain roles where you need to have 
people who've had a lot of experience of different industries, you know, experience probably 
carries a lot more weight in some roles than other roles, erm -- so I think, you know, a lot 
depends on you know what are the demands of that industry, what are the demands of that 
business, and what are the demands of that role, and what's the best way of achieving that, 
you know what I mean? 
Yes 
P Sometimes that will be hiring someone who's got more experience, and sometimes that will 
be hiring someone who's actually got - deliberately - less experience, because you want 
fresh ideas, and you want, you know, different perspectives. Do you see what I'm saying? 
Yeah, yeah i do. 
P And of course, yes, I'm making the assumption that the older person, by definition, has more 
experience, and the younger person has less experience, and has, sort of if you like, is less 
biased, perhaps that's the wrong word to use, but is less constrained by their experience. 
That's a very interesting point, erm, you seem to be suggesting that experience isn't 
necessarily a good thing. 
P Yes, I think that's very true, that's very true. I mean if I think of my life, if I think of my current 
role, I could actually see how having a lot of experience in this industry could actually hamper 
my role, my role currently which is a strategy role, because the strategy role is very much 
around you know, challenging the way we're doing things, you know, challenging - bringing 
fresh ideas into the melting pot, looking at experience outside the company and outside the 
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industry, and trying to say look how can we do things differently? And I think -I think from 
my role, that's much more powerful than being able to say 'oh, I've had 15 years' experience 
in the utilities, I know the way this industry operates' because I think often you know, that can 
be learnt, whereas having a broader range of experience across industries is harder to learn. 
It's harder for an organisation like this to develop someone with multi sector experience, than 
it is to develop them in this particular sector. Do you see what I'm saying? 
Yes 1 do, I do indeed. Do you feel that that's more of a concern nowadays than it used to be 
in the past? 
P What do you mean? 
Well you know the thing about having multi-sector experience. 
PI think companies are much more prepared now to hire people from outside their industry 
than they ever used to be, and to hire at different ages. I think there's much less protocol in 
that area. You know, in - 20,30 years ago it would take a fairly courageous manager to hire 
someone who's you know, 25 into an executive role, there's a certain amount of 'cover your 
arse', erm, whereas now, it doesn't come under any particular scrutiny as long as that 
particular individual has got the skills and capabilities. 
Why do you think that is? Why is there this sort of willingness to look at the younger people 
like that? Speculate. 
PI don't know, I think industries generally have become much more competitive, it's much 
faster moving, I think there are much heavier expectations now from business, there's a lot 
more governance issues, business is under a lot more scrutiny, and there's a need for 
businesses to sort of erm make the right decisions for shareholders, to put shareholders 
before employees, quite honestly, and what that means is that people -- there's much more 
pressure nowadays to hire people because they'd be good at the role, rather than 
necessarily any other kind of fit. Do you see what I mean? Or rather, people are much more 
prepared to go outside to hire, than for example to hire or promote an internal candidate, 
which may be the sort of old school approach. 
So would you say that there was - the picture I'm getting is that if you imagine somebody 
who's been in an organisation for I don't know, 20 years or something, is maybe in their 50s, 
do you think, I mean I realise that we're not talking about any particular individual, just as a 
concept, do you think they'd be perceived as having certain drawbacks, in terms of 
continuing to prove of value to the organisation? 
P ----- -- -- Erm ------ that's a very difficult question to answer. I think so much depends on 
the role. I think it's very role specific. Erm, because there are certain roles where you want 
that experience, you want that kind of -- that level of sort of gravitas, if for example it's for 
people in a management role, you want someone who's got more experience and knows 
more about it, the industry, and knows the way things work, whereas a role like my role, 
maybe you want someone who doesn't have that, erm , so it's very very 
hard to generalise. 
I'm sure there's an element of truth in what you say though, that that would be a factor that 
comes into the melting pot, alongside of other factors. 
Again l mean this is obviously pure speculation but suppose that erm when they were 
interviewing for your present role, they had a range of candidates from I don't know, say late 
20s to mid or late 50s, which in theory might be possible... do you think there would have 
been any, put yourself in the position of the person that might have been shortlisting, do you 
think they would have sorted through applications taking any notice of people's ages, or do 
you think it would have been irrelevant? 
PI-I think it is quite a difficult question to answer, again this is a personal response as indeed 
all of these are, but I would imagine, it's probably a fairly easy thing to use as a screen. I 
mean I'd be very surprised if they would hire, for certain roles, for my role, in truth, if they 
would hire above a certain age bracket. 
What sort of age would you have in mind? 
P You're really pressing me aren't you! [LAUGHS] 
Well, yes, I- 
P Well, anything over - certainly anything over 45, for example, I'd be very surprised about. 
Really 
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P Yeah. Because again, I think that in a lot of cases these strategy roles, these senior strategy 
roles are seen as developmental roles, for line management, you know, they're seen as very 
good entry points for, erm, people who've had, you know, who've got some experience in 
consulting, or professional services, they can step into the industry in an area where they can 
add value quite quickly, and then they would move into other roles around the organisation, 
do you know what I mean? That's often the way these kinds of roles are set up, in 
corporations, and it's not usually seen as a sort of job for life type role. Not impossible, but - 
- it happens, but it's not normal. OK. Would you say that, so far in your impression of (Company X), would you say there's 
any particular age above which people would be considered to be somehow older, would 
there be some sort of cut off age? 
P Above which what would happen? Above which their careers would sort of grind to a halt, 
you mean. 
No, not necessarily, but if somebody happened to say 'the older people in the organisation, if 
they put that phrase down, what age would you imagine they would think of as older? 
P CHUCKLES. I would imagine they'd be thinking the sort of -- 50 plus, basically. That's what 
I would imagine. 
And from your previous experience, as I understand it at (consultancy), a lot of it, t mean 
thinking back over other companies you've had dealings with, would you say 50 was the sort 
of age when you become 'older', or would it vary by company. 
PI would imagine it would be the 45 to 50 bracket. It may vary a little bit. 
OK, Thanks very much. Do you think, again this may come from your past experience, but 
do you think that maybe for example if a company is you know, to use that horrible word, 
downsizing, and needs to get rid of people, in your experience, how do they go about 
selecting people? 
P Erm - (sigh) well, I think increasingly now they would try to invite people to take a 
redundancy package, or they would probably like to, so they would try and -- it would be a 
combination of natural wastage which they would try and use, they would invite people to 
tender their resignations and take out a redundancy package, and if that didn't take out 
enough, they would probably you know, they would have to get rid of people. Now you're 
going to ask me about the ages, and whether.. 
No I was just wondering if there was a, would there be a sense in which older people aren't' 
wanted perhaps, that that would be looked at hard, to see how necessary they were. 
P I'm sure they would. I don't know if it would necessarily be an age thing, I think it may be 
purely a sort of cost thing, in other words, the older people would be, compared to an 
average, they would tend to be paid more. Erm, so I think they would look at where the big 
costs were, and oh, what a surprise, that tends to be the older people. that's probably the 
way it would be done. 
Yes. Sure, OK. Have you ever been in a situation, well it may have happened to you in 
either sense, where a younger person was supervising an older one, where one had a boss 
who was younger than oneself? 
P Oh yes, it happens a lot. Lots of people I know here. And pretty much throughout my 
career, to me personally, from day 1, when I left university. 
Can you tell me a little bit about that? Pick any example that you like 
P Yes, one example, I was asked to run, well when I left university I joined [company Y], and I 
first of all joined as an engineer, and then very quickly I was asked to take on a production 
management role, it was a shift manager role, running shifts of weekly paid staff, [CLEARS 
THROAT] and I mean of all of them, I was pretty much the youngest there, and I was running 
this erm factory, and that was erm, that was quite difficult, I mean it was difficult partly 
because I was -- it was very early on in my career, and I was you know, didn't have any 
particular industry knowledge, and all these guys were older than me, and also the 
environment was quite a difficult one, it was a weekly paid, shop floor sort of environment, as 
opposed to a professional environment, so all that, was a fairly challenging mix. 
I Mm. So what was it like, what was it like for you? 
P For me personally, it was quite difficult, for various reasons, it was quite - you know, at that 
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stage of my career, it was difficult for me to come over as very credible, not having had the 
same kind of experience as them, in the industry, erm, and actually when I look back, it can 
be tremendously powerful not having that experience, and that knowledge. And I'm finding 
that in this role, people know I don't have experience in utilities, so it gives me licence to sort 
of step up out of the wheat, and ask the basic questions, you know, why are we doing it like 
this, and not like this? So I look back, and at the time it was really tough, because in myself I 
didn't feel I had the credibility to manage these people, who were all sort of 20,30 years older 
than me. And yet actually, when I look back now, I mean you don't need to, I mean I don't 
think you actually need -- you need to have the ability to learn how the system works, but 
erm it's immensely powerful not having that sort of baggage, it actually makes you deliver a 
lot more for the organisation, than you considered possible. 
Yes, yes I can see that. And going to back to something you were talking about earlier, do 
you think there's anything about the business environment of today which makes that ability 
to step back, and not have the baggage, makes that particularly valuable in today's business 
environment? 
P Erm ----I mean other than what I've already mentioned, which is that business is very 
competitive, and there's a need to transfer knowledge across a range of different industries, 
there's very much a need to challenge the way we do things, you know in the past it's very 
easy, once you get stuck into a group, it's very hard for you to see the opportunities for the 
group. I mean I found that at [company Y]. I was most valuable to [company Y]. Ironically 
in the first 12-18 months, because you come into the environment, and you see a lot of 
problems, as an outsider, emi after the year, eighteen months, you're part of the problem, 
you don't have - you lose visibility of it, I found that myself, I was still very young at that 
point, erm, so you know, I think and I actually find that in this role, that a lot of the value I 
bring, erm, you know, will probably be in the first couple of years of being here, and then, 
you become part of the wood. Erm, you don't see the opportunities. You know, and when 
somebody -- it's just harder to see the issues. 
Something that happens when you've been in the job a certain amount of time. Interesting, 
very interesting actually. OK. erm have you, in the last few months, or is it perhaps coming 
up, have you had to recruit anybody, or are you thinking of recruiting anybody? 
P Yes. I am thinking of hiring two, a couple of people fairly soon actually. 
Oh really. Do you have an image in your mind, of what your sort of ideal candidate would 
be? 
P Yes 
Oh right, could you say a bit about that? 
P CHUCKLES 
In whatever way seems relevant to you. 
P My ideal candidate - it's quite role specific, but I guess you're happy with that? 
Oh yes, yes. 
P Basically I'm looking for two people, I'm looking for an analyst and a strategy manager, er, 
the analyst ideally would be an ex-consulting analyst, somebody who's had similar 
experience to myself, very performance orientated, a lot of experience across different 
industries, not necessarily any experience in utilities, erm someone who knows about 
managing for value, which is what [previous employer] stands for, and what [Company X] 
have subscribed to, in the way they run the business, so yeah, I have a picture in my mind of 
what that person might look like. 
So how would you describe them? 
P Well I would describe them as between 30 and 35, ex MBA, 4-5 years experience, erm, a lot 
of those just, just the profile of those kind of people, tend to be a middle class, white 
background, you know, professional service, with some kind of experience, background. 
Would gender matter? or would you [INAUDIBLE] 
P no not really, gender wouldn't really matter. 
Uh huh. And what about the other job, or would they be more or less the same for both the 
jobs you're filling? 
P The other job would be a bit more senior, erm --I might even look internally for that one, but 
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similar sort of profile, but a bit older, kind of thing. Actually the analyst might be a little bit 
younger than 30 to 35, he might be 28 to 32 type bracket. 
I And the other one, when you say a bit older, what would you... 
P 30 to 35. 
I OK right. 
P Or maybe even a bit older than that. 
I OK. Right. It's quarter to 12. 
P Oh that's fine, I can ring ahead and push back my meeting if we need to 
I OK fine. Now this might all seem a bit hypothetical and silly in a way, but if you could just go 
along with it ... erm If you were recruiting and you had a CV in front of you and it was not 
possible to tell what somebody's age was, would that matter? 
P Yeah, I think it would. 
I Why? 
P That's probably not the politically correct thing to sayl 
I Oh don't worry about political correctness, I'm just trying to find out! 
P Well, for these two roles that I'm talking about, do you mean? 
I Yes, those, or any really. 
PI just think that erm --I don't know -- it depends, it wouldn't have to matter. The problem 
you have is, and the problem we've had in consulting, is that you have hundreds of 
applicants, and you have to screen them very quickly, and when you screen, you want to do 
that very quickly, so you look for key things, to make that easy, things like age, things like do 
they have an MBA or not. it's just a convenient way of taking a thousand down to a hundred. 
Erm, which is often the reality of it, particularly in consulting, I don't know what sort of 
applications we would get from here, so arm - often you screen people who may not 
necessarily, may be, may actually be very good, at doing the role, but the -- there are not 
enough, we don't have enough resources in the process, to treat - well you are treating them 
consistently, but you're using certain criteria, and it's very hard to weigh up every single 
application across every single criteria, do you know what I mean? 
Oh yes. 
P So the reality of it is, to just to sort of get through the process, you have to use short cuts like 
that, and usually things like age, MBA yes or no, er sort of degree yes or no, I mean those 
kinds of things are just easy convenient ways of doing it. Er do you know what I mean? 
SOUNDS HESITANT 
Oh definitely yes. 
P It's probably not the right way of doing it, but.. 
If you arm .... PI don't know if I have answered your question, by the way. 
Oh no it's absolutely fine. So if you had somebody in front of you that you were interviewing, 
and let's assume for the sake of argument that you didn't know their age, and you hadn't you 
know for some reason it hadn't mattered at the point of short listing, would you try and sort of 
guess their age or would that be something that you'd think you really needed to know? 
P Erm --I mean I think you would do that almost subliminally. I don't know that I would sit 
down and think right, how old is he? Erm - write it down, question mark. But you would sort 
of form an impression, just like you do every day. 
II don't know, again it may seem a silly question, but what would you, how would you form 
that impression, would it be what they looked like, how they talked, how they sort of general 
demeanour, or would it be the specific things they were talking about? 
P Yes, I guess it could be all those. I mean I guess appearance is like -- probably the easiest 
way of doing it, it would be that, it would be you know, you'd be able to work it out by getting 
them to go through their CV, er you know there are certain things you could do to get a 
pretty good sense of it. 
I Do you think it matters if somebody looks their age, or looks younger or older or whatever it 
is? 
P Ts - arm --- well, it shouldn't, it shouldn't matter, but it does, It does for certain role I think. I 
think - we had this in consulting a lot - you have a lot of very bright people who are - very 
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capable, and very young, and sometimes it's very hard for them to work with clients who are 
you know, twenty years their senior. I mean first of all they're very much older than lots of 
the consultants, but also emi they're typically very senior as well, they're not stupid, erm - 
they've done very well in their careers. It's very hard for someone who looks, who looks sort 
of 22 to have credibility in that group. Erm - so, rightly or wrongly, certain people, you know, 
it can inhibit certain individuals. I mean I've got one person I'm thinking of specifically who, 
who worked for [previous employer], who does look quite young, he's very very bright and 
incredibly capable, a brilliant strategist, but erm -- would be able to erm would be able to 
converse with very senior executives, but has a problem in that they don't have the same 
level of sort of gravitas, that somebody who's a bit older has. 
I Yes, interesting. And what about the other way - it may not enter into your experience, but 
I've gathered (previous employer] is quite a young organisation, but if somebody was starting 
to go grey, or something do you think that would be a potential problem? 
P In a consulting setting? 
I Yes. 
P Erm -----I don't know that that in itself would be an issue, but I think that that would 
encourage people to ask, it would encourage people to challenge in sort of certain areas. 
Let me give you an example. Like you'd basically look for indicators, and then you'd form a 
view on somebody, and then you'd challenge that view. So the young person I spoke about 
earlier, you'd be in a meeting with him, and there he is, he's a consultant, and the rest of you 
are 50 year old executives, and you'd look at this guy and you'd think oh, he's pretty young, 
who the hell does he think he is, you know, in this group? And - and you would test him, 
you'd ask questions specifically, to probe their experience, in a sense, for them to prove 
themselves, that they can add value in this group. So the sort of age thing I don't think is 
necessarily a sort of binary thing, it flags up an indicator which then you would , you would probe. And likewise if the person was very old, I mean if the consultant in this example had 
grey hair, and seemed very old, you might ask him about his analytical abilities, or his 
spreadsheet capabilities, do you know what I mean, you'd probe in a different way, you 
wouldn't necessarily say 'oh he's grey, so he can't do analysis' or 'can't operate Excel'. 
I So you'd feel the need to sort of test it out? 
P Yes, well I think yeah, that's often the way it would work. 
I That's interesting, so it sounds as though, certain kind of assumptions that people make 
about others, depending on their perceived stage, and then they sort of - maybe they're 
consciously just checking whether those assumptions are correct. 
P Yes, or even unconsciously. 
I Yes 
P Yes I think that's the way things would often... 
I So what you're saying is that a younger person, you know, thinking of the example you had 
in mind there, might be considered to be sort of inexperienced -- 
P Yes, inexperienced, a bit green, a bit naive, maybe not really understanding the politics very 
well, probably never managed anybody before, you know, and they would have, they would 
suffer from potentially certain credibility issues. 
I And the older person? What would they suffer from? 
P Well, you know maybe they're less innovative, erm, maybe a bit more fixed in their views 
about the right and wrong way of doing things, erm, maybe it's a function of their experience, 
you know, you'd be asking do they have enough variety in their experience to be able to 
help, or to be able to add a lot of value, erm --- yeah, you know, I mean are they as 
performance orientated, do they really have the same level of ambition, drive as a younger 
person.... these are all things that potentially you'd think about. 
Mm. Now it's just gone 5 to 12, do you want me to wrap it up? 
P No, no, it's --I can give you another 10 minutes. 
Well that would be really great if you could. 
P Let me just speak to reception and get them to ring up. LEAVES THE ROOM, THEN 
RETURNS 
Thanks very much, very much appreciated. Yes, so you were just saying that the older 
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person would be assumed to have certain you know, drawbacks. So do you think that, have 
you noticed, in your experience - it may be that you haven't worked so much with er anyone 
over 50 - well I'm sure you have, but from what you're saying, organisations are a bit on the 
young side. I mean do you think that appearance of age is something that people should try 
to control, I mean does it matter? 
PI think it probably can matter --I mean if you're very very , look very very young it can be helpful if you can make yourself look older, and if you're very old, it would probably help to try 
and look a bit younger! CHUCKLES 
Do you think there's any difference in that kind of pressure, between women and men, or is 
there not much difference nowadays? 
P Erm -----I don't know that there's any particular difference. 
OK. Erm, you know, well you may or may not know, but by the end of 2006 the government 
has to bring in legislation to prevent age discrimination MOBILE PHONE RINGS 
p I'll get rid of this 
.... legislation to prevent age discrimination in the workplace. What do you think about that? Is it.... 
PI didn't know that that was the case. I knew that erm -- you know, these things are under 
scrutiny 
Well it's an EC directive. 
P Erm -----I mean it seems like a good thing, I think, on balance END OF TAPE SIDE For the business, it's about performance, and being able to you know, match the right person 
with the right role, and for all these things really - ageism is another - to be honest with you, 
you're as old as you feel, so in theory at least it should be irrelevant, and er erm - at least 
having some kind of legislation would at least try to force people to concentrate not so much 
upon age itself, but what are we trying to infer about that individual, by using age as a sort of 
indicator? Do you know what I mean? So rather than making judgments about age being a 
function of your experience, you should focus more on what experience you want. Likewise 
being too old, you don't want to use age as an indicator of your ability to think innovatively, 
do you know what I mean? You should concentrate on - you shouldn't use that as an 
indicator, you should concentrate on -- you know, innovation, er, innovation as a skill, or 
competency. Try and assess that directly. 
And erm -- yes. So you seem to be saying for yourself, that you'd be open minded about 
that sort of thing, 
P Yes. I mean -- yeah. I think the erm - what I mean is - it's one of those things that you 
know, it -- the motives are honourable motives, it's the right motive, if you like, whether or 
not it has any real tangible difference to the way people for example recruit, or promote 
people, I would question. 
Yes. So that sort of suggests that you think there would be some resistance to kind of 
implementing it 
PI guess it depends how, you know, how it would work practically, and how enforceable it 
would be, and erm -- you know, there are, we have legislation now which means you can't 
discriminate against you know, between men and women, and ... I mean I haven't observed it in this organisation or any other organisation directly, but erm -- you know, I'm sure it still 
happens, but it's sort of, you know, you never see it, or it never gets exposed in that kind of a 
way. Do you know what I mean? 
Yes l do. 
P And I would imagine this would be similar. 
OK. Erm now, I think I'd better wrap up. Do you have any -- to fill out this form - any 
qualifications? 
P MBA, MA, M of I Mach E, 
I don't know if you'll be able to answer these. 
P No of employees at this site - probably about ... (FILLS OUT FORM) Is there anything else you'd like to say about age, for example this age legislation which is 
about to come out, do you think it'll be a minor nuisance, or... 
P Is it going to be more awkward? Well, it's another piece of legislation isn't it. yeah, it will 
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increase the cost of the process, no doubt about it, and it will make it more awkward as a 
recruiter, that much more careful. So I think a certain amount of that is inevitable. And 
whether or not it'll have the desired effect, I don't know. It was interesting, I was listening to 
Radio 4 this morning, oh you must have heard that, this UKIP MP in Strasbourg, putting his 
foot in it, he was talking about being sexist, and saying that erm -- did you hear this, or not? 
I didn't hear that specific item. 
P It was on the news, he was saying various controversial things, and basically saying how erm 
-- you know, the problem with the legislation is that it just means that small companies won't 
hire, you know, 25 to 35 year old females, because it's just not economic for them to do that, 
so all it means is that actually the females that it's designed to protect, it will just mean that 
you know, will suffer from higher unemployment, they just won't get the job in the first place, 
because of the complications, higher probability of maternity, etc. etc. The fact that small 
businesses can't afford to pay. It's one of those things where on the one hand you can 
protect certain individuals, but on the other hand you know, it doesn't always - it won't 
necessarily help them, because it inevitably you'll find ways round the process and you'll 
avoid the problem somehow, and probably the age thing is another one, you'd just probably, 
all companies would do is they'd have to make it very clear why a certain individual wasn't 
taken on to the next round, and make sure it wasn't anything to do with age, even if it was. I 
mean, do you know what I mean, that's the danger, that it's all sort of swept under the carpet, 
and at the end of the day it's not necessarily good for those individuals that it's designed to 
protect. 
No I see. In this research I've come across that one about maternity leave, that it's counter 
productive, yes. Well thanks very much Tim, it was very kind of you to give me your time. 
PI hope it was helpful. 
Yes, very helpful indeed. It was fascinating. 
PI don't know how that compares with your other respondents, but er.. 
I Well everyone says different things, but what's interesting is that certain themes seem to 
come out, which I find very interesting. ENDS 
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APPENDIX 3 ITEM 2 
Survey of People's Attitudes to Work and Life 
NOTE: This questionnaire was administered online. There was no option to respond 
using a paper questionnaire. This version represents the questionnaire as far as it is 
possible to do on paper. 
This is a survey about people's attitudes to life and work. It is being done by the 
University of Surrey. The questionnaire will take about 15 minutes online. All 
responses are completely confidential and anonymous. We hope that you will find it 
interesting, and would encourage you to complete the questionnaire, but you are 
under no obligation to do so. 
There are no right or wrong answers, please just answer honestly according to your 
own personal views. There is no need to think too hard about each question: often 
the answer which comes into your head first, is the best one to give. 
Please read the following declaration: "In continuing to complete this questionnaire, 
I voluntarily agree to take part in this research. I understand that I am free to 
withdraw from the study at any time during the questionnaire completion process. 
My name is not asked for as the survey is anonymous, and all data is kept in strict 
confidence. " 
If you continue to complete this anonymous questionnaire, you are agreeing that the 
University of Surrey may collect, store and analyse your answers to it. 
Thank you very much for taking part, and we hope you enjoy completing the survey! 
If you have any questions about the survey, please contact the researcher at: 
d. bisdee@surrey. ac. uk. 
ELIGIBILITY QUESTIONS 
First, please would you answer a few questions so we can check if you are eligible 
for this study, and so we can get a picture of who we are talking to. 
1. Are you a British citizen? 
Yes 
2. Are you curre 
1 
2 
CLICK ON AS MANY AS APPLY 
Employed or self-employed 1 
Retired 2 
Student 3 
Housewife/home duties 4 
Unemployed/ seeing work 5 
Unemployed/ not seeking work 6 
On long term sick leave 7 
3. If you are not currently employed or self-employed, have you at any time held 
paid employment or been self-employed? CLICK ONE ANSWER ONLY 
Yes 1 
No 2 
Not applicable as I am currently 
employed or self-employed 
3 
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4. Are you: male or female? 
Male 
Female 
1 
2 
5. Please write in your age last birthday: gears 
6. Now, please go through the statements listed below and for each one, please 
say to what extent you agree or disagree with the statement. Please give one 
answer for each statement, and do not miss any out. 
CLICK ONE ANSWER 
ON EACH LINE 
Strongly Disa- Neither / Agree Strongly 
disagree gree nor agree 
1. It's not worth promoting people over 1 2 3 4 5 
50 as they only want to retire 
2. Older people can't cope with modern 1 2 3 4 5 
working methods 
3. Long experience at work counts for 1 2 3 4 5 
more than having the latest training 
4. It's very enjoyable when colleagues 1 2 3 4 5 
of all ages get together for social 
events 
5. Older workers haven't got the energy 1 2 3 4 5 
that is needed by employers 
nowadays 
6. Organisations with a young workforce 1 2 3 4 5 
have a better image 
7. Older people can learn new working 1 2 3 4 5 
methods and skills just as easily as 
younger people can 
8. Older staff work much harder than 1 2 3 4 5 
younger staff 
9. Work nowadays demands a huge 1 2 3 4 5 
amount of effort and energy 
10. Younger workers are more efficient at 1 2 3 4 5 
work than older ones 
11. People over 50 can't learn the new skills 1 2 3 4 5 
needed at work nowadays 
12. Younger people are better value as 1 2 3 4 5 
employees than older people 
13. It must be difficult for people over 50 1 2 3 4 5 
to cope with the pace of change 
these days 
14. Older employees are more reliable 1 2 3 4 5 
than younger staff 
15. Promotion at work should depend on 1 2 3 4 5 
a person's ability, not on their age 
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CLICK ONE ANSWER Strongly Disa- Neither / Agree Strongly 
ON EACH LINE disagree gree nor agree 
16. If I were a manager having to reduce 1 2 3 4 5 
staff numbers, I would choose to get 
rid of the older employees first. 
17. A responsible company will hire 1 2 3 4 5 
suitable people no matter what their 
age 
18. Being around older colleagues makes 1 2 3 4 5 
me worry about ageing myself 
19. Because of their long experience, 1 2 3 4 5 
older people work more efficiently 
than younger ones 
20. Because IT is changing so rapidly, 1 2 3 4 5 
you need younger people to keep up 
with the changes 
21. Older people often have health 1 2 3 4 5 
problems which interfere with their 
work 
22. If work involves IT, it's vital to hire 1 2 3 4 5 
someone under 25 
23. Older people have just as much 1 2 3 4 5 
enthusiasm for work as younger 
people 
24. When jobs are scarce, younger 1 2 3 4 5 
workers should be employed in 
preference to older workers 
25. For demanding work, you need to 1 2 3 4 5 
employ young people 
26. If it's new ideas you need, hire a 1 2 3 4 5 
younger person 
27. People under 30 aren't usually 1 2 3 4 5 
capable of handling senior 
management jobs 
28. Older people haven't got the energy 1 2 3 4 5 
for the pace of today' s workplaces 
29. When you need somebody really 1 2 3 4 5 
reliable, choose an older person to do 
the job 
30. I feel uncomfortable working with 1 2 3 4 5 
colleagues who have grey hair and 
wrinkles 
31. I enjoy working with colleagues from 1 2 3 4 5 
awide age range 
32. It's very difficult for older people to 1 2 3 4 5 
report to somebody younger than 
themselves 
33. When an organisation needs to 1 2 3 4 5 
change, it should get rid of all staff 
over 50 
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CLICK ONE ANSWER Strongly Disa- Neither/ Agree Strongly 
ON EACH LINE disagree gree nor agree 
34. When socialising with work 1 2 3 4 5 
colleagues, I prefer to stick to my own 
age group 
35. People with young families need jobs 1 2 3 4 5 
more than older people do 
36. To invest in your organisation's future 1 2 3 4 5 
you should only hire young people 
37. Older workers hold back progress when 1 2 3 4 5 
organisations need to change 
38. Younger people are better at tasks 1 2 3 4 5 
needing a creative approach 
39. Given the right training, older workers 1 2 3 4 5 
can be just as productive as younger 
ones 
40. Older people at work are always 1 2 3 4 5 
saying things were better in the past 
41. I feel uncomfortable working with 1 2 3 4 5 
people who are much older or 
younger than me 
42. People aged 50 or more are more 1 2 3 4 5 
interested in retirement than in 
developing their careers 
43. Life with a young family interferes 1 2 3 4 5 
with commitment to one's work* 
44. When reducing staff numbers, it's 1 2 3 4 5 
important to keep experienced people 
45. Younger workers are far more 1 2 3 4 5 
effective than older ones in helping 
achieve goals and targets at work 
46. Older people can be just as creative 1 2 3 4 5 
and original as younger ones 
47. When you need to reduce staff 1 2 3 4 5 
numbers, early retirement of older 
employees is fairer than making 
younger ones redundant 
48. If I were managing a team, I would 1 2 3 4 5 
only include people younger than me 
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CLICK ONE ANSWER Strongly Disa- Neither/ Agree Strongly 
ON EACH LINE disagree gree nor agree 
49. Older people aren't committed 1 2 3 4 5 
enough to work, because of their 
other interests and hobbies 
50. Older people are poor value, as they 1 2 3 4 5 
are paid more money for the same 
work 
51. Older workers are better value for 1 2 3 4 5 
employers, as they stay longer in the 
job 
52. To keep up with the times, 1 2 3 4 5 
organisations need to employ mainly 
younger people 
53. Modern IT is far too complex for most 1 2 3 4 5 
people over 50 
54. You need very experienced people 1 2 3 4 5 
for senior management jobs 
55. If there's something difficult to be 1 2 3 4 5 
done at work, ask an older person to 
do it 
56. Younger people are more interested 1 2 3 4 5 
in developing their careers than being 
committed to their present job 
57. Training workers over 50 is a waste 1 2 3 4 5 
of money as they are soon going to 
retire 
58. Older people are better at tolerating 1 2 3 4 5 
boring, repetitive jobs 
59. It's awkward to supervise someone 1 2 3 4 5 
who's older than you 
60. It's more enjoyable working for a 1 2 3 4 5 
company which employs a lot of 
young people 
61. With younger workers, their social 1 2 3 4 5 
lives are more important to them than 
their jobs 
62. Older workers should join in the 1 2 3 4 5 
social gatherings of younger 
colleagues 
63. People over 50 aren't willing to work 1 2 3 4 5 
the long hours that are needed these 
days 
64. Most managers prefer to employ 1 2 3 4 5 
people under 30 rather than people 
over 50 
65. I approve of laws against age 1 2 3 4 5 
discrimination at work 
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11. Now, please go through the statements listed below and for each one, please 
say to what extent you agree or disagree with the statement. Please give one 
answer for each statement, and do not miss any out. Please notice that the 
possible answers for this group of statements are slightly different from the 
ones you have done already. 
CLICK ONE ANSWER Disa- Disa- Disa- Agree Agree 
ON EACH LINE gree gree gree slightly very 
very modera slightly much 
much tely 
1. A job is what you make of it. 1 2 3 4 5 
2. On most jobs, people can pretty much 1 2 3 4 5 
accomplish whatever they set out to 
accomplish. 
3. If you know what you want out of a 1 2 3 4 5 
job, you can find a job that gives it to 
you. 
4. If employees are unhappy with a 1 2 3 4 5 
decision made by their boss, they 
should do something about it. 
5. Getting the job you want is mostly a 1 2 3 4 5 
matter of luck. 
6. Making money is primarily a matter of 1 2 3 4 5 
good fortune. 
7. Most people are capable of doing 1 2 3 4 5 
their jobs well if they make the effort. 
8. In order to get a really good job you 1 2 3 4 5 
need to have family members or 
friends in high places. 
9. Promotions are usually a matter of 1 2 3 4 5 
good fortune. 
10. When it comes to landing a really 1 2 3 4 5 
good job, who you know is more 
important than what you know. 
11. Promotions are given to employees 1 2 3 4 5 
who perform well on the job. 
12. To make a lot of money you have to 1 2 3 4 5 
know the right people. 
13. It takes a lot of luck to be an 1 2 3 4 5 
outstanding employee on most jobs. 
14. People who perform their jobs well 1 2 3 4 5 
generally get rewarded for it. 
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Disa- Disa- Disa- Agree Agree 
gree gree gree slightly very 
very modera slightly much 
much tel 
15. Most employees have more influence 1 2 3 4 5 
on their supervisors than they think 
they do. 
16. The main difference between people 1 2 3 4 5 
who make a lot of money and people 
who make a little money is luck. 
12. Now, please go through the statements listed below and for each one, please 
say to what extent you agree or disagree with the statement. Please give one 
answer for each statement, and do not miss any out. Once again please notice 
that the possible answers for this group of statements are slightly different 
from the ones you have done already. 
CLICK ONE ANSWER 
ON EACH LINE 
Strongly Disagree Agree Strongly 
disagree agree 
1 Many old people are stingy and hoard 1 2 3 4 . their money and possessions. 
2 Many old people are not interested in 1 2 3 4 . making new friends, preferring instead 
the circle of friends they have had for 
years. 
3 Many old people just live in the past. 1 2 3 4 
4 Most old people should not be trusted 1 2 3 4 to take care of infants 
5 Many old people are happiest when 1 2 3 4 they are with people their own age 
6 Most old people would be considered 1 2 3 4 
. to have poor personal hygiene 
Most old people can be irritating 1 2 3 4 because they tell the same stories over 
and over again 
8 Old people complain more than other 1 2 3 4 
people do. 
9 I would prefer not to go to an open 1 2 3 4 house at a seniors' club, if invited. 
10 Teenage suicide is more tragic than 1 2 3 4 . suicide among the old. 
11 1 sometimes avoid eye contact with 1 2 3 4 . old people when I see them 
12 I don't like it when old people try to 1 2 3 4 . make conversation with me 
13 Complex and interesting conversation 1 2 3 4 . cannot be expected from most old 
people. 
14 Feeling depressed when around old 1 2 3 4 
people is probably a common feeling. 
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CLICK ONE ANSWER Strongly Disagree Agree Strongly 
ON EACH LINE disagree agree 
15 Old people should find friends their 1 2 3 4 own ae 
16. Old people should feel welcome at the 1 2 3 4 social gatherings of young people. 
17' Old people don't really need to use our 1 2 3 4 community sports facilities 
ý$' It is best that old people live where ' 1 2 3 4 they won t bother anyone 
19. The company of most old people is 1 2 3 4 quite enjoyable. 
20' It is sad to hear about the plight of the 1 2 3 4 old in our society these days. 
21. Old people should be encouraged to 1 2 3 4 speak out politically. 
22 Most old people are interesting, 1 2 3 4 individualistic people. 
23 I personally would not want to spend 1 2 3 4 much time with an old person. 
12. Which of the following objects, events or statements do you have a 
positive or negative feeling towards? Please indicate your feelings by circling 
the appropriate number alongside each item. Use one of the following 
responses. Remember, your first reaction is best. Work as quickly as you 
can. 
CLICK ONE ANSWER 
ON EACH LINE 
SD 1-16 Very Nega Slight Unce Slight- Posi- Very 
negat -tive -ly rtain ly tive posi- 
ive nega- or posi- tive 
tive neutr tive 
al 
1 We should strive to make incomes as 1 2 3 4 5 6 7 
equal as possible. 
2 All groups should be given an equal 1 2 3 4 5 6 7 
chance in life. 
3 In getting what you want, it is 1 2 3 4 5 6 7 
sometimes necessary to use force 
against other groups. 
4 It's probably a good thing that certain 1 2 3 4 5 6 7 
groups are at the top and other groups 
are at the bottom. 
5 We should do what we can to equalize 1 2 3 4 5 6 7 
conditions for different groups. 
6 Increased social equality. 1 2 3 4 5 6 7 
7 It's OK if some groups have more of a 1 2 3 4 5 6 7 
chance in life than others. 
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Very Nega Slight Uncert Slight Posi- Very 
negat -tive -ly ain or -ly tive posi- 
ive nega- neut- posi- tive 
tive ral tive 
8 If certain groups stayed in their place, 1 2 3 4 5 6 7 
we would have fewer problems. 
9 We would have fewer problems if we 1 2 3 4 5 6 7 
treated people more equally. 
10 No one group should dominate in 1 2 3 4 5 6 7 
society. 
11 Some groups of people are simply 1 2 3 4 5 6 7 
inferior to other groups. 
12 Inferior groups should stay in their 1 2 3 4 5 6 7 
place. 
13 Group equality should be our ideal. 1 2 3 4 5 6 7 
14 It would be good if groups could be 1 2 3 4 5 6 7 
equal. 
15 To get ahead in life, it is sometimes 1 2 3 4 5 6 7 
necessary to step on other groups. 
16 Sometimes other groups must be kept 1 2 3 4 5 6 7 
in their place. 
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11. Now, please go through the statements listed below and for each one, please 
say to what extent you agree or disagree with the statement. Please give one 
answer for each statement, and do not miss any out. 
NEOS 1-9 
RING ONE NU MBER 
ON EACH LI NE 
Disa- Disa- Neutral Agree Agree 
gree gree strongly 
stron I 
1 Discrimination against women in the labour 1 2 3 4 5 
force is no longer a problem in this country. 
2 I consider the present employment system to 1 2 3 4 5 
be unfair to women. 
3 Women shouldn't push themselves where 1 2 3 4 5 
they are not wanted. 
4 Women will make more progress by being 1 2 3 4 5 
patient and not pushing too hard for change. 
5 It is difficult to work for a female boss. 1 2 3 4 5 
6 Women's requests in terms of equality 1 2 3 4 5 between the sexes are simply exaggerated 
7 A woman should not seek a high level job if 1 2 3 4 5 
she plans to have children. 
8 In order not to appear prejudiced, many men 1 2 3 4 5 
are inclined to give women more rights than 
the give men. 
9 In a fair employment system, men and women 1 2 3 4 5 
would be considered equal. 
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12. A number of statements which people have used to describe themselves 
are given below. Read each statement and then ring the appropriate 
number on that line to indicate how you generally feel. There are no right 
or wrong answers. Do not spend too much time on any one statement, 
but give the answer which seems to describe how you generally feel. 
Almost Some- Often Almost 
CLICK ONE ANSWER ON EACH LINE never times always 
1 I feel pleasant 1 2 3 4 
2 I feel nervous and restless 1 2 3 4 
3 I feel satisfied with myself 1 2 3 4 
4 I wish I could be as happy as others seem to be 1 2 3 4 
5 I feel like a failure 1 2 3 4 
6 1 feel rested 1 2 3 4 
7 I am "calm, cool and collected" 1 2 3 4 
8 I feel that difficulties are piling up so that I cannot 1 2 3 4 
overcome them 
9 I worry too much over something that does not really 1 2 3 4 
matter 
10. I am happy 1 2 3 4 
11, I have disturbing thoughts 1 2 3 4 
12. 1 lack self-confidence 1 2 3 4 
13. I feel secure 1 2 3 4 
14 I make decisions easily 1 2 3 4 
15. I feel inadequate 1 2 3 4 
16. 1 am content 1 2 3 4 
17 Some unimportant thought runs through my mind and 1 2 3 4 bothers me 
18 I take disappointments so keenly that I can't put them out 1 2 3 4 
of my mind 
19. 1 am a steady person 1 2 3 4 
20 I get in a state of tension or turmoil as I think over my 1 2 3 4 
recent concerns and interests 
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Finally, we just need to know a little bit more about you. 
13. Please indicate what ethnic group you consider you belong to. 
Bangladeshi I 
Black African 2 
Black Caribbean 3 
Other Black 4 
Chinese 5 
Indian 6 
Pakistani 7 
White 8 
Mixed race 9 
Other group (WRITE IN) 10 
CLICK ONE 
ONLY 
Thank you very much for your help, which is very much appreciated. 
If you would like to enter the prize draw for £50, please provide contact 
details below, your first name and a contact such as an e-mail address or 
phone number (mobile or landline). There is no need to give your full 
name and address. Winners will be contacted via the details given. 
(Space provided for first name and e-mail address. £50 prize awarded to 
participant picked at random. ) 
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APPENDIX 4 
1. Ethics approval for Study 4 
2. Questionnaire 
3. Complete ANOVAs (re. section 8.7.4) 
4. Powerpoint report given to Participants 
5. Individual scale items on cost of older versus younger 
workers (see Chapter 8, section 8.9) 
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Unis 
Ethics Committee 
29 July 2008 
Ms Dinah Bisdee 
Department of Psychology 
School of Human Sciences 
Dear Ms Bisdee 
The role of ageism in selecting candidates for lob interviews 
(EC/2006/122/PSYCH) 
On behalf of the Ethics Committee, I am pleased to confirm a favourable 
ethical opinion for the above research on the basis described in the 
submitted protocol and supporting documentation. 
Date of confirmation of ethical opinion: 04 January 2007 
The final list of documents reviewed by the Committee is as follows: 
Document Date 
Application 20/ 11 /2006 
Insurance Proforma 20/11/2006 
Research Proposal 20/ 11 /2006 
Questionnaire 20/ 11 /2006 
Proposed Email to the Participants 20/ 11 /2006 
Your Response to the Committee's Comments 12/12/2006 
This opinion is given on the understanding that you will comply with the 
University's Ethical Guidelines for Teaching and Research. 
The Committee should be notified of any amendments to the protocol, any 
adverse reactions suffered by research participants, and if the study is 
terminated earlier than expected with reasons. 
You are asked to note that a further submission to the Ethics Committee will 
be required in the event that the study is not completed within five years of 
the above date. 
Please inform me when the research has been completed. 
Yours sincerely 
Catherine Ashbee (Mrs) 
Secretary, University Ethics Committee 
Registry 
cc: Professor T Desombre, Chairman, Ethics Committee 
Dr E Lyons, Supervisor, Dept of Psychology 
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APPENDIX 4 ITEM 2 
QUESTIONNAIRE FOR STUDY 4 
Explanatory Note 
This study was conducted online. Because the exact flow of the 
questionnaire depends upon the answers which participants give, it is not 
possible for a paper version to display this exactly as participants 
experienced it. 
The version which follows is as approved by the University of Surrey Ethics 
Committee and was the basis of the programming of the questionnaire into 
the survey software. 
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QUESTIONNAIRE FOR STUDY 4- November 2006 
Introduction 
This is a survey about decision making in selecting candidates for recruitment. It is 
being done by the University of Surrey. The questionnaire will take about 6-8 
minutes online. All responses are completely confidential and anonymous. We hope 
that you will find it interesting, and would encourage you to complete the 
questionnaire, but you are under no obligation to do so. 
There are no right or wrong answers, please just answer honestly according to your 
own personal views. There is no need to think too hard about each question: often 
the answer which comes into your head first, is the best one to give. 
Please read the following declaration: "In continuing to complete this questionnaire, 
I voluntarily agree to take part in this research. I understand that I am free to 
withdraw from the study at any time during the questionnaire completion process. 
My name is not asked for as the survey is anonymous, and all data is kept in strict 
confidence. " 
If you continue to complete this anonymous questionnaire, you are agreeing that the 
University of Surrey may collect, store and analyse your answers to it. 
Thank you very much for taking part, and we hope you enjoy completing the survey! 
Any questions, complaints or concerns about this study will be addressed. Please 
contact Dinah Bisdee at d. bisdee(aDsurrey. ac. uk or telephone 01483 857418. 
Thank you for taking part in this survey, which is about the decisions people 
make when deciding between candidates to compile a short list for interview. 
ELIGIBILITY QUESTIONS 
Just so we can make sure we are contacting the right person, please would 
you answer the following questions: 
1. Have you been involved in any of the following within the last year? 
Yes No 
Selection or interviewing of candidate for 1 2 
employment 
Deciding whether or not somebody should be 1 2 
promoted 
Deciding whether or not somebody should 1 2 
receive training 
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2. Do you expect to be involved in any of the following within the next six 
months? 
Yes No 
Selection or interviewing of candidate for 1 2 
employment 
Deciding whether or not somebody should be 1 2 
promoted 
Deciding whether or not somebody should 1 2 
receive training 
IF YOU HAVE ANSWERED NO FOR ALL ITEMS AT QS I AND 2: 
Thank you, but you do not fit the criteria for this research. Thank you 
very much for being willing to do it. 
3. How many staff report directly to you? 
None 1 
1 or2 2 
3to5 3 
6-10 4 
More than 10 5 
4. Which of the following best describes your job function? YOU MAY RING 
ALL WHICH APPLY. 
Human resources/ personnel I 
Junior management of your organisation 2 
Middle management of your organisation 3 
Senior management of your organisation 4 
Administration/ accounts/ purchasing 5 
Sales/ marketing/ client service 6 
Research or product development 7 
Other - please write in 8 
6. What tvpe of organisation is the one you work for? 
PLC or limited company - private sector 1 
Public sector or government supported QUANGO 2 
Voluntary sector e. g. chari 3 
Central government 4 
Local government 5 
NHS 6 
Education (at any level) 7 
Other - please write in 8 
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7-Are you: male or female? 
Male 
Female 
I 
2 
8. Please write in your age last birthday: years 
9. INTRODUCTION TO CONJOINT EXERCISE 
Each respondent will go through the conjoint exercise twice, once for lower 
and once for higher job pressure situations. Order will be randomised. 
Please read the description below of an organisation which is looking for 
staff. 
9a. Organisation J- (Higher pressure') 
This organisation is in a highly competitive service industry in which price 
charged, and speed of customer service, are crucial. It is organised into 
teams which compete with each other in order to meet demanding targets. 
Bonuses for meeting targets are substantial, but teams which do not meet 
targets receive only basic rates of pay. The position vacant is for a senior 
team member. 
9b. Organisation H (Lower pressure) 
This organisation is in a traditional service industry in which prices are more 
or less standard. It is a well-established organisation which tends to be the 
first choice of clients because of its long reputation. Sales leads are 
allocated to client service executives on a 'next available' basis. Basic 
salaries are good, and bonuses are given on the basis of the performance of 
the whole company. The position vacant is for a senior client service 
executive. 
' This description is not given to respondents. 
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Question wording: 
Thinking of this organisation described, please imagine that you are short- 
listing candidates for interview, based only on a summary of the information 
supplied on a standard form. You will be presented with a pair of candidates 
to choose between. For each pair presented to you, please choose which 
candidate of the two you would prefer, and indicate whether you have a 
strong preference or only a mild preference 
Candidate L Candidate R 
Aged 35 A ed 55 
Female Male 
Received training in relevant skills, 
several years ago 
Received recent training in relevant 
skills 
Has family commitments and other 
interests 
Has few commitments outside work 
Strongly prefer L 
1 2 
This exercise is repeated for the second Organisation Scenario. For each 
scenario, participants have about 6-8 pairs of `candidates' to choose 
between. The candidates represent all possible combinations of the 
attributes: age(25/35/45/55), gender, recent training/not, having/not having 
non-work commitments. 
10a. Thinking of Organisation J (REPEAT DESCRIPTION) how stressful 
would you imagine it would be, to work in this department? 
RING ONE NUMBER 
Not at all pressured or stressful 1 
A bit pressured but never stressful 2 
Fairly pressured and rather stressful at times 3 
Pressured, and stressful quite a lot of the time 4 
Very pressured, and stressful most of the time 5 
10b. (ORDER OF 10a/b TO BE RANDOMISED). Now thinking of 
Organisation H (REPEAT DESCRIPTION) how stressful would you imagine it 
would be, to work in this department? 
RING ONE NUMBER 
Not at all pressured or stressful 1 
A bit pressured but never stressful 2 
Fairly pressured and rather stressful at times 3 
Pressured, and stressful quite a lot of the time 4 
Very pressured, and stressful most of the time 5 
Thank you. We are about halfway through the questionnaire now - 
please continue. 
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3 
No 
preference 
45 
Strongly prefer R 
6 7 
11. Which of these individuals would an employer consider to be more 
committed to their job? 
A person who has family commitments and other 1 
interests outside work 
A person who has few commitments outside work 2 
They would be considered equally committed to 3 
their job 
12. (WORK LOCUS OF CONTROL SCALE2) Now, please go through the 
statements listed below and for each one, please say to what extent you agree or 
disagree with the statement. Please give one answer for each statement, and do not 
miss any out. Please notice that the possible answers for this group of 
statements are slightly different from the ones you have done already. 
(System permits one answer to be clicked on 
per line) 
Disa- Disa- Disa- Agree Agree 
gree gree gree slightly very 
very modera slightly much 
much tely 
1. A job is what you make of it. 1 2 3 4 5 
2. On most jobs, people can pretty much 1 2 3 4 5 
accomplish whatever they set out to 
accomplish. 
3. If you know what you want out of a 1 2 3 4 5 
job, you can find a job that gives it to 
you. 
4. If employees are unhappy with a 1 2 3 4 5 
decision made by their boss, they 
should do something about it. 
5. Getting the job you want is mostly a 1 2 3 4 5 
matter of luck. 
6. Making money is primarily a matter of 1 2 3 4 5 
good fortune. 
7. Most people are capable of doing 1 2 3 4 5 
their jobs well if they make the effort. 
8. In order to get a really good job you 1 2 3 4 5 
need to have family members or 
friends in high places. 
9. Promotions are usually a matter of 1 2 3 4 5 
good fortune. 
10. When it comes to landing a really 1 2 3 4 5 
good job, who you know is more 
z Description not given to participants 
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important than what you know. 
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11. Promotions are given to employees 1 2 3 4 5 
who perform well on the job. 
12. To make a lot of money you have to 1 2 3 4 5 
know the right people. 
13. It takes a lot of luck to be an 1 2 3 4 5 
outstanding employee on most jobs. 
14. People who perform their jobs well 1 2 3 4 5 
generally get rewarded for it. 
12. (TRAIT ANXIETY SCALE3) A number of statements which people have 
used to describe themselves are given below. Read each statement and 
then ring the appropriate number on that line to indicate how you 
generally feel. There are no right or wrong answers. Do not spend too 
much time on any one statement, but give the answer which seems to 
describe how you generally feel. 
(System permits one answer to be 
clicked on per line) 
Almost 
never 
Some- 
times 
Often Almost 
always 
1 I feel pleasant 1 2 3 4 
2. I feel nervous and restless 1 2 3 4 
3 I feel satisfied with myself 1 2 3 4 
4 I wish I could be as happy as others seem to be 1 2 3 4 
5 1 feel like a failure 1 2 3 4 
6. I feel rested 1 2 3 4 
7 I am "calm, cool and collected" 1 2 3 4 
8 I feel that difficulties are piling up so that I cannot 
overcome them 
1 2 3 4 
9 I worry too much over something that does not really 
matter 
1 2 3 4 
10. 1 am happy 1 2 3 4 
11. I have disturbing thoughts 1 2 3 4 
12 1 lack self-confidence 1 2 3 4 
13. 1 feel secure 1 2 3 4 
14 I make decisions easily 1 2 3 4 
Description not given to participants 
Appendix 4 560 
15. I feel inadequate 1 2 3 4 
16. 1 am content 1 2 3 4 
17. Some unimportant thought runs through my mind and 1 2 3 4 bothers me 
18' I take disappointments so keenly that I can't put them out 1 2 3 4 of my mind 
19 I am a steady person 1 2 3 4 
20' I get in a state of tension or turmoil as I think over my 1 2 3 
F 7ý 4 
recent concerns and interests 
13. (Ageism scale, as developed in Study 3. The statements included in the 
grid below are EXAMPLES of the statements which might be used. The final 
list of statements will be drawn from the list used in Study 3- see Appendix. 
Its exact content will depend on the results of Study 3. ) 
Now, please go through the statements listed below and for each one, please say to 
what extent you agree or disagree with the statement. Please give one answer for 
each statement, and do not miss any out. 
(System permits one answer to be clicked 
on per line) 
Strongly Disa- Agree Strongly 
disagree gree agree 
1. It's not worth promoting people over 50 as 1 2 3 4 
they only want to retire 
2. Older people can't cope with modern 1 2 3 4 
working methods 
3. Long experience at work counts for more 1 2 3 4 
than having the latest training 
4. It's very enjoyable when colleagues of all 1 2 3 4 
ages get together for social events 
5. Older workers haven't got the energy that 1 2 3 4 
is needed by employers nowadays 
6. Organisations with a young workforce 1 2 3 4 
have a better image 
7. Older people can learn new working 1 2 3 4 
methods and skills just as easily as 
younger people can 
8. Older staff work much harder than 1 2 3 4 
younger staff 
9. Work nowadays demands a huge amount 1 2 3 4 
of effort and energy 
10. Younger workers are more efficient at 1 2 3 4 
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work than older ones 
11. People over 50 can't learn the new skills 1 2 3 4 
needed at work nowadays 
Strongly Disa- Agree Strongly 
disagree gree agree 
12. Younger people are better value as 1 2 3 4 
employees than older people 
13. It must be difficult for people over 50 to 1 2 3 4 
cope with the pace of change these days 
14. Older employees are more reliable than 1 2 3 4 
younger staff 
15. Promotion at work should depend on a 1 2 3 4 
person's ability, not on their age 
16. If I were a manager having to reduce staff 1 2 3 4 
numbers, I would choose to get rid of the 
older employees first. 
17. A responsible company will hire suitable 1 2 3 4 
people no matter what their age 
18. Being around older colleagues makes me 1 2 3 4 
worry about ageing myself 
19. Because of their long experience, older 1 2 3 4 
people work more efficiently than younger 
ones 
20. Because IT is changing so rapidly, you 1 2 3 4 
need younger people to keep up with the 
changes 
Now finally, a few questions about you - just so we can describe our sample. 
14. Are you: male or female? 
Male 
Female 
1 
2 
15. Please write in your age last birthday: years 
16. Please indicate what ethnic group you consider you belong to. 
Bangladeshi 1 
Black African 2 
Black Caribbean 3 
Other Black 4 
Chinese 5 
Indian 6 
Pakistani 7 
White British 8 
RING ONE 
NUMBER 
ONLY 
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White - other 9 Mixed race 10 
Other group (WRITE IN) 11 
That is the end of the questionnaire. Thank you very much for your help. 
If you would like to receive a summary of the results, please insert your name 
and e-mail address here: 
Name 
E-mail 
Your contact details will not be used for ANY other purpose. 
Appendix 4 563 
APPENDIX 
LIST OF STATEMENTS INCLUDED IN STUDY 3, FROM WHICH THE 
`AGEISM AT WORK' SCALE WILL BE DEVELOPED. 
Please note: only a selection of these statements will be used in the 
present study, depending on the results of Study 3 (Scale Development 
Research). 
1. It's not worth promoting people over 50 as they only want to retire 
2. Older people can't cope with modern working methods 
3. Long experience at work counts for more than having the latest training 
4. It's very enjoyable when colleagues of all ages get together for social events 
5. Older workers haven't got the energy that is needed by employers nowadays 
6. Organisations with a young workforce have a better image 
7. Older people can learn new working methods and skills just as easily as younger people 
can 
8. Older staff work much harder than younger staff 
9. Work nowadays demands a huge amount of effort and energy 
10. Younger workers are more efficient at work than older ones 
11. People over 50 can't learn the new skills needed at work nowadays 
12. Younger people are better value as employees than older people 
13. It must be difficult for people over 50 to cope with the pace of change these days 
14. Older employees are more reliable than younger staff 
15. Promotion at work should depend on a person's ability, not on their age 
16. If I were a manager having to reduce staff numbers, I would choose to get rid of the older 
employees first. 
17. A responsible company will hire suitable people no matter what their age 
18. Being around older colleagues makes me worry about ageing myself 
19. Because of their long experience, older people work more efficiently than younger ones 
20. Because IT is changing so rapidly, you need younger people to keep up with the 
changes 
21. Older people often have health problems which interfere with their work 
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22. If work involves IT, its vital to hire someone under 25 
23. Older people have just as much enthusiasm for work as younger people 
24. When jobs are scarce, younger workers should be employed in preference to older 
workers 
25. For demanding work, you need to employ young people 
26. If it's new ideas you need, hire a younger person 
27. People under 30 aren't usually capable of handling senior management jobs 
28. Older people haven't got the energy for the pace of today's workplaces 
29. When you need somebody really reliable, choose an older person to do the job 
30. i feel uncomfortable working with colleagues who have grey hair and wrinkles 
31. I enjoy working with colleagues from a wide age range 
32. It's very difficult for older people to report to somebody younger than themselves 
33. When an organisation needs to change, it should get rid of all staff over 50 
34. When socialising with work colleagues, I prefer to stick to my own age group 
35. People with young families need jobs more than older people do 
36. To invest in your organisation's future you should only hire young people 
37. Older workers hold back progress when organisations need to change 
38. Younger people are better at tasks needing a creative approach 
39. Given the right training, older workers can be just as productive as younger ones 
40. Older people at work are always saying things were better in the past 
41. I feel uncomfortable working with people who are much older or younger than me 
42. People aged 50 or more are more interested in retirement than in developing their 
careers 
43. Life with a young family interferes with commitment to one's work* 
44. When reducing staff numbers, it's important to keep experienced people 
45. Younger workers are far more effective than older ones in helping achieve goals and 
targets at work 
46. Older people can be just as creative and original as younger ones 
47. When you need to reduce staff numbers, early retirement of older employees is fairer 
than making younger ones redundant 
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48. If I were managing a team, I would only include people younger than me 
49. Older people aren't committed enough to work, because of their other interests and 
hobbies 
50. Older people are poor value, as they are paid more money for the same work 
51. Older workers are better value for employers, as they stay longer in the job 
52. To keep up with the times, organisations need to employ mainly younger people 
53. Modern IT is far too complex for most people over 50 
54. You need very experienced people for senior management jobs 
55. If there's something difficult to be done at work, ask an older person to do it 
56. Younger people are more interested in developing their careers than being committed to 
their present job 
57. Training workers over 50 is a waste of money as they are soon going to retire 
58. Older people are better at tolerating boring, repetitive jobs 
59. It's awkward to supervise someone who's older than you 
60. It's more enjoyable working for a company which employs a lot of young people 
61. With younger workers, their social lives are more important to them than their jobs 
62. Older workers should join in the social gatherings of younger colleagues 
63. People over 50 aren't willing to work the long hours that are needed these days 
64. Most managers prefer to employ people under 30 rather than people over 50 
65.1 approve of laws against age discrimination at work 
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APPENDIX 4 ITEM 3 (Chapter 8) 
STUDY 4: ANOVAs USING ALL FOUR AGE LEVELS 
As was explained in Chapter 8, there was a technical difficulty in terms of 
running ANOVAs on the output of the conjoint study, in that the scores for all 
four levels of an attribute have to add up to zero: this means that in effect, 
one degree of freedom is lost. In Chapter 8, the ANOVA results shown are 
therefore based on only three levels of age, that is, leaving out the age 25 
level which was the level of least interest in this research. This restores 
freedom to the analysis. 
This Appendix contains the full ANOVAs, for the record. These will be shown 
in the order in which the equivalent ANOVAs were shown in Chapter 8, 
according to the hypotheses to which they relate. 
Hypothesis 3: older workers would be less attractive in a high stress 
situation, than in a lower stress condition. 
" Tested by examining the utilities of the various levels of age (25,35,45, 
and 55) in the higher stress versus the lower stress condition. 
"A two-way repeated measures ANOVA was conducted to compare the 
utilities for the different levels of age, as between the Higher and Lower 
Stress conditions. 
TABLE A 
Descriptive Statistics for two-way repeated measures ANOVA 
to compare Utilities of Ages 25,35,45 and 55 
across the Higher and Lower Stress conditions. 
df f Sig. Effect Size ýP2 
Stress condition 
Age** 
Stress*Age** 
1,196 . 560 
NS 
. 00 1.29,253.53 158.77 p <. 001 . 45 1.28,250.49 110.48 p <. 001 . 36 ** values used are Greenhouse-Geisser as the Mauchly's Test of sphericity indicated that 
the assumption of sphericity was violated. 
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FIGURE A 
Relative Attractiveness of Age Groups 
Higher versus Lower Stress Conditions 
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Hypothesis 4: age would be more important in relation to female, than to 
male applicants. 
" Utilities of male and female candidates at the various age levels were 
compared 
" Two-way repeated measures ANOVA was conducted for each 
experimental condition: higher and lower stress. 
" If Hypothesis 4 were to be supported, we would need to find a significant 
interaction between gender and age, but one in which older women were 
more disadvantaged than older men. 
Higher Stress Condition 
" Significant main effect of gender on candidate desirability, F(1,203)= 
69.62, p<. 001, effect size 1P2 = . 26. Pairwise comparisons: female 
candidates were significantly preferred to male candidates overall, with 
the mean difference between female and male candidates being . 
746, 
SE. 09, p<. 001. 
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" Significant main effect of age, F(1.284,260.74)= 224.70, p<. 001, effect 
size r, P2= . 53. 
" Significant interaction effect between age and gender: F(2.82,572.78) _ 
15.59, p<. 001, but with a smaller effect size: 1P2 = . 07. Indicated that 
age did to some extent have a different impact on candidate 
'attractiveness for shortlisting' depending on gender. While female 
candidates were preferred to male for all age groups, the relative 
`advantage' of females was greatest in the 25 age group followed by age 
35, and by age 55 their advantage was reduced considerably, as the 
graph below shows: 
3 
2 
I 
0 
FIGURE B 
Utility of male and female candidates at the four age 
levels - higher stress condition 
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Lower Stress condition 
" Significant main effect of gender on candidate desirability, F(1,202)= 
104.89, p<. 001, qP2 = . 34. 
Pairwise comparisons for gender indicated 
that female candidates were significantly preferred to male candidates 
overall, with the mean difference between female and male candidates 
being . 41, 
SE . 04, p<. 001. 
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" Significant main effect of age, F(1.275,257.57)= 92.31, p<. 001, r, P2 = 
. 
31. 
" Significant interaction effect between age and gender: F(3,405.41) _ 
26.89, p<. 001, rgP2 = . 12. 
Figure C 
Utility of male and female candidates - 
lower stress condition 
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FIGURE D 
Relative advantage for female `candidates' over males 
Higher versus Lower Stress Conditions 
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Hypothesis 7 involved the interaction between candidate age and his/her 
recent/relevant training, and between age and non-work commitments. It 
stated that (a) having had recent/relevant training, and (b) having few or no 
commitments outside work, would increase the attractiveness of an older 
(age 55) candidate. 
a. Training 
Dealing first with the impact of training on candidate attractiveness, at the 
four age levels: a two way repeated measures ANOVA was conducted for 
each of the lower and higher stress conditions, to assess the effects of age 
and recency of training. The statistics for these ANOVAs are shown in Table 
Z below. 
TABLE B 
Results of Two-Way Repeated Measures ANOVAs: Age and Training 
in Higher and Lower Stress Conditions 
df F Sig. Effect Size 
Higher Stress Condition P 
Age 1.28,260.75 224.70 <. 001 . 
53 
Training 1,203 281.88 <. 001 . 58 
Trainin *A a 2.43,492.98 67.58 <. 001 . 25 
Lower Stress Condition 
Age 1.28,257.57 92.31 <. 001 . 
31 
Training 1,202 256.37 <. 001 . 56 
Trainin *A a 2.03,410.62 29.30 <. 001 . 13 
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FIGURE E 
Age x Training Recency - higher and lower stress conditions 
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Interactions between age and training recency. 
There were significant interactions between age and training recency both in 
the lower and higher stress experimental conditions. In order to be able to 
examine this issue more closely, scores were calculated for the difference 
between more recent and less recent training, in order to assess the extent to 
which recent training could 'improve' the scores of potential job candidates of 
various ages. A further two-way repeated measures ANOVA was conducted, 
looking at the difference made by training, to the attractiveness of 
candidates, in the higher and lower stress conditions. 
In this ANOVA, Mauchly's test indicated that there were violations of the 
assumption of sphericity for age (x2 (5) = 52.93, p<. 001), and for the age x 
stress condition interaction (x2 (5) = 44.65, p<. 001). Therefore degrees of 
freedom were corrected using the Greenhouse-Geisser estimates of 
sphericity (e = . 86 for the main effect of age and . 
88 for the age*stress 
condition interaction). 
Recent 
training 
No recei 
training 
)I 
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No main effect of stress condition was found (F (1,196) = . 
22, NS, 11P2 = . 00). 
There was a significant but small main effect of age (F (2.58,505.42) = 
15.62, p<. 001, r)P2 = . 07) and there was a significant, but larger, interaction 
between age and stress condition (F (2.63,516.26) = 84.38, p<. 001,71P2 = 
. 
30). The graph below illustrates this interaction as it shows the difference, or 
improvement, to candidates' position, with recent, relevant training compared 
to with less recent (though relevant) training. 
FIGURE F 
Improvement associated with Recent Training 
Higher and Lower Stress Conditions 
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b. Non-Work Commitments 
Hypothesis 7b predicted that having few or no commitments outside work 
would mitigate the effects of being older, and increase the attractiveness of 
an older candidate to a potential employer. As for training, a two-way 
repeated measures ANOVA was conducted for each of the higher and lower 
stress conditions, to examine the effects of age and extent of non-work 
commitments on a potential candidate's 'attractiveness' when shortlisting. 
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TABLE C 
Results of Two-Way Repeated Measures ANOVAs: 
Age and Non-work Commitments, in lower and higher stress 
conditions 
df F Sig. Effect Size 
Higher Stress Condition P 
Age 1.28,260.75 224.70 p<. 001 . 53 Commitments 1,203 189.63 p<. 001 . 48 Commitments 
*Age 
2.62,532.07 44.03 p<. 001 . 18 
Lower Stress Condition 
Age 1.28,257.57 92.31 <. 001 . 
31 
Commitments 1,202 23.55 p<. 001 . 
10 
Commitments 
*Age 
2.61,527.50 11.83 p<. 001 . 
06 
The utilities for the various age levels, and the differences between them, 
were exactly as reported for the Training x Age ANOVAs, with age 35 being 
the most preferred age level overall in both conditions. 
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FIGURE G 
Age x Non-Work Commitments 
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Interactions between age and level of non-work commitments. 
As for the Recency of Training issue, scores were calculated for the 
difference between the presence and absence of non-work commitments, in 
order to assess the extent to which this issue might affect the relative 
'attractiveness' of potential job candidates of various ages. Another two-way 
repeated measures ANOVA was done, to examine the difference made by 
commitments. In this ANOVA, as before, Mauchly's test indicated there was 
a significant violation of the sphericity assumption, but only for candidate age 
(x2 (5) = 45.96, p<. 001). It was therefore necessary to use the Greenhouse- 
Geisser estimates of sphericity for the age effect (c = . 
88 for the main effect 
of age). 
In the case of commitments, a main effect of the stress condition was found 
(F (1,196) = 96.53, p<. 001, i1P2 = . 
33). There was also a significant, though 
small, main effect of candidate age (F (2.65,518.61) = 21.12, p<. 001, r1P2 = 
. 10 ), and a significant, 
but again relatively small, interaction between stress 
condition and candidate age (F (3,588) = 42.07, p<. 001,11P2= . 18). 
FIGURE H 
Improvement associated with Absence of Non-Work Commitments 
Higher and Lower Stress Conditions 
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APPENDIX 4 ITEM 4 
Powerpoint Report Given to Participants 
(if requested) 
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APPENDIX 4 ITEM 5 
INDIVIDUAL SCALE ITEMS ON COST OF OLDER VERSUS YOUNGER 
WORKERS 
(See Chapter 8, section 8.9 pp. 424-6) 
The comparisons included below relate to the point raised in section 8.9 
regarding possible limitations of Study 4. The point being discussed was the 
possibility that participants might have evaluated older workers negatively 
based on "stereotypes about older workers costing more than younger 
workers" (Finkelstein et at 1995, p. 661). It was possible to test this by 
comparing scores on certain individual items from the Ageism At Work 
battery of items. These comparisons indicate that: 
" older workers are more likely to be considered better value because of 
longevity in the job, than poor value because of higher pay (found in 
Studies 3 and 4) 
" older workers are more likely to be considered better value because of job 
longevity, than younger workers are to be considered better value 
generally 
" The argument that older workers were `paid more money for the same 
work' did not cause them to be seen as worse value in general, than 
younger workers. 
(Table follows on next page) 
Appendix 4 583 
Comparison of mean scores of selected individual scale items 
- Studies 3 and 4 
Items Mean Mean Diff. t df Sig. 
Item I Item 2 
Study 3 
1. Older people poor value Mean 1.95 3.05 -1.10 -15.24 303 p<. 001 
as paid more money for s. d. . 80 . 
93 
same work vs 
2. Older workers better 
value as stay longer in job 
1. Younger workers better Mean 2.05 3.05 -1.00 -14.34 301 p<. 001 
value/employees than s. d. . 78 . 
93 
older people vs 
2. Older workers better 
value as stay longer in job 
1. Younger workers better Mean 2.05 1.95 . 10 
2.02 301 NS 
value/employees than s. d. . 78 . 80 
older people vs 
2. Older people poor value 
as paid more money for 
same work 
Stud 4 
1. Older workers better Mean 3.08 1.85 1.23 14.50 192 p<. 001 
value as stay longer in job s. d. . 79 . 76 
vs 
2. Older people poor value 
as paid more money for 
same work 
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